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ABSTRACT
Sellars, Nicole. Career Development in Sport and Leisure: An Application of Social Cognitive
Career Theory. Published Doctor of Philosophy Dissertation, University of Northern
Colorado, 2021.

Utilizing Social Cognitive Career Theory (Lent et al., 1994) this research aimed to
determine perception differences related to sport and leisure management employment for
undergraduate students in related degree programs with a specific focus on the minority groups
of women and People of Color (POC). Given the lack of diversity in sport and leisure enrollment
and employment (Adriaanse, 2016; Massengale & Lough, 2013; Shropshire, 2004; Vianden &
Gregg, 2017), this research sought to explore whether gender and/or race were predictors of
feelings of self-efficacy, outcome expectations, barriers, and supports. An electronic survey was
distributed to sport and leisure management undergraduate students through faculty contacts at
three universities in the United States. A total of 101 participants offered complete responses to
40 items, resulting in 12 composite variables of concern to this research. A series of variance
analyses (i.e., MANOVA, MANCOVA, ANOVA) were performed to assess differences in
perceptions between four groups of undergraduate students: White males, White females, male
People of Color, and female People of Color. Results showed significant differences on
perceptions of employment-related barriers for minority groups (i.e., White females, male POC,
female POC), who perceived more vocational related barriers than White male students at
statistically significant rates. Results also indicated significant differences in perceptions of
outcome expectations between White females and male POC. Finally, this research explored the
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influence of prior work experience in sport and leisure as a predictor of feelings of self-efficacy
and perceptions of support, finding that students with more work experience had higher feelings
of self-efficacy and perceived more employment-related supports. Practical implications for
improving undergraduate employment preparedness are presented as well a possible future
directions for continued research in sport and leisure management career development.
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CHAPTER I
INTRODUCTION
Sport and Leisure in Academia
Sport management as an academic discipline began with a master’s program at Ohio
University in 1966 (Jones et al., 2008). By 1978 Universities across the country had introduced
an additional 19 sport management graduate programs and three undergraduate programs
(Parkhouse, 1978). As student interest continued to grow the number of degree programs
increased, and by 1995 the number of sport management degree offerings, including associate,
bachelor, master, and doctoral degrees, had ballooned to 1,173 (Lambert, 1999). As of October
2020, approximately 646 colleges and universities worldwide offer around 920 sport
management degree options (Degrees in Sport, n.d.).
One of the most important concerns facing sport management programs in the United
States is the lack of agreement as to where sport and hospitality programs be housed at the
University level (Jones et al., 2008). By 1993, the majority of existing sport management
programs operated within schools of physical education and acted as a substitute for physical
education teacher education (Brassie, 1989). Since, however, sport management programs have
shifted into different departments or schools based on program goals and offered courses,
including Health and Human Services, Education, and Business. According to Jones et al.
(2008), “sport management curricula are flexible enough to meet the demands of student career
considerations in such areas as sports leisure and recreation, sports and athletics, sporting goods,
hostelries and travel, nonprofit agencies, and health and fitness management” (p. 82).
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Sport management curricula often address an assortment of sport or leisure-related
contexts, including, but not limited to, private clubs, health and fitness facilities, recreation,
youth, interscholastic, intercollegiate, professional, and international sport, nonprofit agencies,
community sport, and hotels and resorts (Sawyer, 1993). As defined by Hurd and Anderson
(2010), “leisure is time free from obligations, work (paid or unpaid), and tasks required for
existing (sleeping, eating)...leisure can also be viewed as activities that people engage in during
their free time” (p. 9). Participation in sports, as outlined by Hurd and Anderson, can be
characterized as a leisurely activity. As such, sport management and leisure management
academic programs are often housed together at the departmental or school level. Other leisurebased academic programs include recreation management, tourism management, and hospitality
management, all of which are thought of as disciplines similar to sport management.
In 1994, merely 25% of enrolled students in sport management degree programs were
women (Hums, 1994). According to data collected by College Board, less than 1% of female
students in 2020 noted an interest in a major involving sport, fitness, leisure, or sport medicine
(CollegeBoard, 2020). Though there is some research that focuses on the relationship between
race and sport in participation and employment (e.g., Armstrong & Jennings, 2018; Cunningham
et al., 2006; Evans, 2001; Lapchick, 2009; McDowell et al., 2009), there is a dearth of research
focusing on the precursors to sport employment, including interest in sport management degree
programs and career intentions of women and People of Color. The following sections will
explore the current status of the sport and leisure industries and the presence of women and
People of Color within them. An overview of the current study will be offered, including a
statement of the problem at hand, the employed theoretical framework, and an explanation
outlining the significance of this study.
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Market and Employment Trends
Based on research from Milano and Chelladurai (2011), the estimated Gross Domestic
Sport Product in the United States was nearly $190 billion in 2005, making it one of the top 20
largest industries in the country (Zaharia & Kaburakis, 2016). In 2018, following four years of a
growth rate near 4.3%, the value of the global sport market reached nearly $488.5 billion
(Business Wire, 2019). Today, the global sport market is estimated to be worth more than $500
billion (Torrens University Australia, 2020). More specifically, the United States is responsible
for nearly 30% of the global sport industry and is expected to see a market annual growth rate of
around six percent.
Made up of travel, entertainment, sport and recreation, and restaurant and bar spending,
the leisure industry has also grown substantially over the last decade. In 2018 the total tourismrelated nominal output, meaning the output of goods and services sold directly to leisure-based
visitors, increased to $1.87 trillion from $1.75 trillion in 2017 (U. S. Department of Commerce,
Bureau of Economic Analysis, 2020). Moreover, growth projections for the output of the arts,
entertainment, and recreation sector by the U. S. Bureau of Labor Statistics outlined an
anticipated national output of around $70 trillion in 2028 (U. S. Department of Labor, Bureau of
Labor Statistics, 2019).
As the market for sport, recreation, travel, entertainment, and other leisurely activities
grows, so do employment opportunities. According to the U.S. Bureau of Labor Statistics, sportbased occupations are expected to grow 10% from 2019 to 2029 (U. S. Department of Labor,
Bureau of Labor Statistics, 2019). Coaching and scouting positions, for example, are expected to
increase by 34,300 by 2029, a growth rate that is eight percent higher than all other occupations
recorded by the Bureau of Labor Statistics. Similarly, the occupational growth for athletes
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(10%), umpires and referees (8%), recreation managers (10%), and fitness trainers (15%) far
exceeds the four percent growth of all other occupations. Additional occupations in the sport and
leisure industry slated to grow between 2019 and 2029 (U. S. Department of Labor, Bureau of
Labor Statistics, 2019) are marketing and promotions (6%), public relations and fundraising
managers (9%), public relations specialists (7%), event planning (8%), ground maintenance
(10%), broadcast and sound engineering (9%), and video editors and camera operators (18%).
Despite the significant growth of sport related occupations that is anticipated to occur over the
next nine years, some hospitality and tourism occupations are not expected to grow at a
comparable rate. For example, hotel and lodging management positions are expected decline by
around 12% by 2029, and travel agent jobs will likely decline by 26% during the same time
period.
With the addition of hundreds of thousands of jobs in sport and leisure sectors over the
next nine years, opportunities for employment in these areas continue to rise. The issue,
however, as outlined by researchers for over three decades (Adriaanse, 2016; Massengale &
Lough, 2013; Shropshire, 2004), is that employment opportunities in sport are disproportionately
filled by White men. According to Vianden and Gregg (2017), “sport is a white, maledominated, multibillion-dollar industry characterized by a lack of racial and gender diversity
among its leaders” (p. 88).
Women in Sport
National Collegiate Athletic Association
Following 30 years of unorganized governance, the Association of Intercollegiate
Athletic for Women (AIAW) was established in 1971 to oversee more than 280 member
institutions (Taylor et al., 2018). After the passage Title IX of the Education Amendments of
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1972, which prohibits sex discrimination in federally funded educational programs, the National
Collegiate Athletic Association (NCAA) began to show interest in women’s sport. By offering
funding opportunities for women’s programs the NCAA effectively absorbed the AIAW in 1983
(Hoffman, 2011). Before the transition, 90% of women’s teams in the AIAW were coached by
women, and women held all athletic director positions (Acosta & Carpenter, 2014). When the
NCAA took over governance of the female-run AIAW athletic programs, their positions were
eliminated and the male athletic directors of the once mostly male NCAA absorbed the women’s
programs, thereby eliminating female representation in athletic administration (Hoffman, 2011;
Taylor et al., 2018).
Since the joining of the AIAW and the NCAA and the passage of Title IX, athletic
participation for women has grown exponentially. The NCAA reported that of the total 505,233
athletes competing at the Division I, II, and III levels during the 2018-19 academic year, 221,042
(44%) were women (National Collegiate Athletic Association, 2019b). According to Sauder et
al. (2018), “although sport has been traditional associated with men, the demographic imbalance
is perplexing, given that females’ participants in high school sports has been at an all-time high
in recent years,” (p.69). Despite participation increases, the representation of women in
intercollegiate sport employment, especially in decision-making and senior management
positions, remains marginal (Lovelin & Hanold, 2014). As outlined by Lovelin and Hanold, in
2014 women in the United States held less 35% of intercollegiate administrative jobs,
approximately 19% of total athletic director positions, and less than 9% of athletic director
positions at the National Collegiate Athletic Association (NCAA) Division I level. In the five
years since Lovelin and Hanold’s report, the percentage of female athletic directors (AD) at the
DI level has grown approximately 4% to 13.6% (Lapchick, 2019). At the Division II level, the
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percentage of women in AD positions fell from 18.3% in 2017-2018 to 17.5% in 2018-2019 but
grew .6% at DIII institutions to 31.7% (Lapchick, 2019).
In 1981 the National Collegiate Athletic Association voted to create the primary woman
administrator position to endorse the representation of women in leadership and management
position in college sport (National Collegiate Athletic Association, 2019b). Later renamed the
Senior Woman Administration or SWA, this position is designed to be held by the highestranking female tasked with management responsibilities in the institution’s athletic program
(National Collegiate Athletic Association, 2019a). During the 2018-2019 season, 80% of Senior
Woman Administrator positions at the Division I level were held by White women while 14.5%
of SWA positions were held by African American Women (Lapchick, 2019).
Despite women’s sport participation swelling by approximately 900% since the passage
of Title IX in 1972 (Naasz, 2018) the percentage of female coaches of women’s sports has
declined from 90% in 1970 to 43% in 2018 (Kane & LaVoi, 2018). Most recently, Lapchick
(2019) found that women held only 40.6 percent of head coaching positions of intercollegiate
women’s teams at the Division I level, 36.3 percent at the Division II level, and 44.5 percent at
the Division III level. In the aforementioned example, where 100 percent of sport participants are
female, there remains some confusion as to why female coaches are not employed to lead teams
of the same sex. Stated by Lapchick (2019), “forty-seven years after the passage of Title IX,
women still did not hold most coaching opportunities in women’s sports” (p. 9).
Division III athletic programs have proven to be more progressive in terms of hiring and
minority representation in leadership than Division I programs, which are often characterized as
being hyper focused on athletic competition (Lapchick, 2019). Division III institutions are
smaller than DI and DII, have smaller athletic budgets and roster numbers, and are unable to
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award athletic scholarships (Fink et al., 2003). According to Fink et al. (2003), “Division III
devalues the importance of the entertainment value of athletics and puts in prominence the place
of athletics in the holistic development of the student athlete,” (p.153). Division III programs
have long employed more females in athletic positions (41.8% in 2001) than other NCAA
Divisions (Fink et al., 2003; Lapchick, 2019). As such, it is no surprise that in 2019, 277 female
coaches at the DIII level held positions as head coaches of men’s sport teams (6.9%; Lapchick,
2019). Though increased representation of women is possible in college sport, as illustrated by
DIII institutions, employment equity in more competitive, athletic-focused divisions is nearly
impossible to find (Fink et al., 2003).
Professional
Professional sport organizations have also struggled to appoint women to leadership
positions. In 2005, for instance, women held zero positions as head coaches, assistant coaches,
and general managers of men’s professional sport leagues and were underrepresented in
women’s league leadership (Kotschwar & Moran, 2015). As outlined by Richard Lapchick and
the Institute on Diversity and Ethics in Sport (Lapchick, 2019), women held just 36% of league
office positions, 27% of Senior Administrative positions, and less than 4% of President/CEO
positions across four major men’s professional sport leagues in 2019 (Major League Baseball,
National Football League, National Basketball Association, Major League Soccer). In
November, 2020, the Miami Marlins of the MLB announced the hiring of Kim Ng as the team’s
general manager (Jones, 2020). With over 30 years of baseball experience, Kim is the first
woman ever to hold a general manager position in the MLB.
The largest and most notable professional women’s sport league, the Women’s National
Basketball Association (WNBA), continues to surpass all men’s professional leagues with
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respect to racial and gender hiring (Lapchick, 2019). As investigated by the Institute on Diversity
and Ethics in Sport (2019), the WNBA saw a decrease in 2019 in the percentage of women
holding professional-level office and staff positions to 48.9% (from 50% in 2018). In 2019 the
WNBA was home to five female general managers, half of the all-time high of 10 in 2004
(Lapchick, 2019).
Fandom
Despite their lack of representation in employment in upper administration, management,
and leadership roles, females maintain a large sport presence as fans and spectators. To illustrate,
two of the largest professional sport leagues in America, the National Football League (NFL)
and Major League Baseball (MLB), estimated that women account for nearly half of their fan
bases, 45% and 47% respectively (Esmonde et al., 2018). Additionally, “they [women] function
as a unique influencer of the NFL in terms of produce decision-making process and
consumptions, viewership and attendance, brand engagement and loyalty, and spectator identity”
(Harrison et al., 2016, p. 173). In an effort to capitalize on the interests of female sport fans many
professional teams offer female-specific workshops, fan clubs, special events, and attire (Clark et
al., 2009). The creation of pink apparel by the NFL, for instance, has quickly morphed into a
valuable revenue stream (Powell, 2007). The Baltimore Ravens created two fan clubs for female
fans which have both achieved great success; the open membership “Purple” club for women
boasts figures around 22,000, while the “Lavender Ladies,” an exclusive, fee-based club,
maintains an active roster of anywhere from 125 to 200 members along with an extensive
waiting list (Jacobs, 2011).
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Race in Sport
Intercollegiate
According to Smith and Hattery (2011):
Although sport has been deemed a model of diversity, where people of different races
and ethnicities comingle as participants and spectators, there is a serious disconnect
between perceptions of this diversity and the realist that defines the lack of racial
diversity in the management (i.e., coaching and leadership) of sport. (p. 107)
The issue of failing racial diversity in leadership has been researched in sport for decades but
focuses mostly on the issues of occupational segregation (e.g., DeHass, 2007; Smith, 2009;
Smith & Hattery, 2011) and stacking in baseball (e.g., Margolis & Piliavin, 1999; Sack et al.,
2005; Smith & Jeff, 1989), football (e.g., Loy & McElvogue, 1970), volleyball (e.g.,Eitzen &
Furst, 1989), softball (e.g., Jamieson et al., 2002), television broadcast assignments (e.g.,
Coventry, 2004), and staff positions in athletic administration (e.g., McDowell & Cunningham,
2007). Comparable to occupational segregation, stacking occurs when minorities are
disproportionately distributed to non-central positions within a team or office (e.g., outfield
positions in baseball; Smith & Jeff, 1989) based solely on demographic characteristics rather
than ability (Smith & Hattery, 2011). Previous researchers have pointed to possible reasons for
stacking, including discrimination, racial stereotypes, body type, social learning, management
choices, and athletic skill (Loy & McElvogue, 1970; Margolis & Piliavin, 1999; McPherson,
1975), but little research has examined how the perceived barriers and experiences of individuals
who are likely to be stacked influence career intentions in sport and leisure.
Though research concerning race in sport employment has existed for 50 years,
leadership representation at all level of sport remains minimal for People of Color. According to
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Lapchick (2019), “Whites made up 82.3 percent, 90.6 percent, and 94.6 percent of men’s
basketball, football, and baseball head coaching positions, respectively, in all divisions combined
during 2018-2019” (p. 3). While the representation of African Americans as Division I (DI) head
basketball coaches grew 1.2 percent from 2019, overall representation remained a trivial 23.6
percent (Lapchick, 2019).. The all-time-high in terms of representation of Black coaches in DI
basketball occurred during the 2005-2006 season and was only 1.6 percent higher than the
current figure. Meaning that despite the genuine acknowledgement of the underrepresentation of
minorities in decision making positions in sport over the last 15 years, equal representation has
still not been achieved. More staggering figures exist in women’s Division I basketball. During
the 2018-19 season only 14 percent of DI head basketball coaches were African American
women despite the fact that over 40 percent of DI female basketball players were African
American (Lapchick, 2019).
As noted by Singer and Cunningham (2018) who cited Lapchick (2018), during the 20162017 academic year “African Americans constituted 31% of all women’s basketball players,
38.7% of football players, and...44.2% of football players across all Division I programs. Despite
these impressive figures, African Americans represented just 15.2% and 11.3% of the head
coaches in those sports” (p. 269). McDowell and Carter-Francique (2017) asserted that there
appears to be an intersection of discrimination specifically for African American women in
intercollegiate athletics, where gender and racial discrimination combine to form a more serious
employment obstacle and “their career mobility tends to be limited by longer corporate
acculturation processes, racism, and sexism” (p. 394).
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Professional
Citing Lapchick et al., (2012), Vianden and Gregg (2017) stated that National Football
League executives, 95% of whom are men and 86% of whom are White, oversee a league that is
comprised of more than 70% non-White players. In 2020 the NFL had the lowest point total for
racial hiring in the past 15 years as measured by the Race and Gender Report Card (RGRC) from
The Institute on Diversity and Ethics in Sport (TIDES; Lapchick, 2019). National Basketball
Association figures are similar; 76% of non-White players played for head coaches that were
over 65% White in 2015 (Vianden & Gregg, 2017). The disparity of racial minorities in sport
leadership positions is not exclusive to the playing field. In fact, in 2015 the NBA front office
staff was 65% White and 60% male (Vianden & Gregg, 2017). Often touted as the most diverse
men’s professional sport league, the NBA is home to the most inclusive environment for
minority employees, where 39% of league employees are People of Color (up 4% from 2015;
Lapchick, 2019). The WNBA, the NBA’s women’s counter league, holds the lowest percentage
of African Americans as general managers since 2004 at three. The percentage of People of
Color in professional-level staff positions in the WNBA also decreased from 55% in 2018 to
46.6% in 2019 (Lapchick, 2019).
Major League Baseball diversity figures echo problems seen throughout professional
sport leagues. By 2015 the MLB’s front office staff was 72% White and Kathleen Torres was
appointed the first female Executive Vice President in MLB history (Lapchick & Salas, 2015).
The 2020 MLB Race and Gender Report Card (RGRC) from The Institute on Diversity and
Ethics in Sport (TIDES) showed that 62.5% of office employees were White and just under 60%
were male. The same report showed that 29 of the 30 CEO/presidents of the MLB were White
men, and only one of the 40 majority owners was a Person of Color, namely Arturo “Arte”
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Moreno, the Latino owner of the Los Angeles Angels (Lapchick, 2019). While researchers have
been quick to point out the deficiency of People of Color in sport vocations (e.g., Cunningham,
2003; Smith & Hattery, 2011), little research has examined the career development of minority
groups in sport and leisure management programs in an effort to address inadequacies in the
industry while students are still in college.
Statement of the Problem
In 2004, Moore et al. found that female students represented just 31% and 35% of sport
management students at the undergraduate and graduate levels respectively. Research by Jones et
al. (2008) outlined that in 40% of the sport management programs in the United States, females
represented 20% or less of the enrolled students. Additionally, Jones et al. indicated that 29% of
sport management programs lacked a female faculty member, and 40% of programs were
compromised of less than 20% of female faculty (2008). In 2013 Schwab et al. denoted that
70% of undergraduate students in parks, recreation, and tourism departments were male. Most
recently, Chen et al. (2013) asserted that females represent less than 25% of women in sport
management degree programs, and Ball (2012) found that female students were approximately
40% less likely than male students to choose a business-related college major. Stowe and Lange
(2018) stated:
Women and ethnic minorities are underrepresented among faculty and students in Sport
Management programs, as well as in the sport industry, particularly for the sport media.
Although research is limited, available data indicate that minority groups, particularly
African Americans, do not have prominent roles in the management structures of sport. It
is important to understand how racial identity and the perceptions of employers impact
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the future careers of minorities and how diverse undergraduate students in sport
management perceive the sport industry. (p.2)
Little research has been conducted to explore the racial and ethnic make-up of sport
management students. In 2017 Barnhill et al. affirmed that prior to their study, “no such research
regarding the racial, gender, and socioeconomic statuses of sport management students” existed
(p. 4). The results of Barnhill et al. (2017) indicated that White students were the largest
demographic within sport management programs at 12 institutions (461 respondents) at 66%,
while Black students represented 25% of participants. Addition racial minority groups outlined
by the data were Asian (1.5%), Hispanic (.9%), and Native American .6%). Beyond Barnhill et
al. (2017), the only information readily available regarding race and college enrollment in sport
and leisure applies to undergraduate enrollment as a whole. The National Center for Education
Statistics reported in 2016 that 56% of enrolled undergraduates were White, 14% were Black,
and 19% were Hispanic (National Center for Education Statistics, 2019). Asian students,
American Indians, and those identifying as two or more races made up 6%, 1%, and 4%
respectively. As indicated by Barnhill et al. (2017), the National Center for Education Statistics,
and Chen et al. (2013), the racial and gender composition of undergraduate education, especially
sport and leisure management, is not diverse enough to reflect the number of minority members
that love, watch, or participate in sport.
Purpose of the Study
The purpose of this study was to explore potential differences between race and gender
on sport and leisure management student’s feelings of self-efficacy, outcome expectations,
interests, intentions, and barriers and supports. While research regarding women and People of
Color in sport employment exists (e.g., Cunningham et al., 2005; Bruening et al., 2006;
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Cunningham et al., 2007; Walker et al., 2011), there is a dearth of research exploring the
variables and perceived barriers that influence this eventual employment or lack thereof.
As stated by Sauder et al. (2018), “although research has made progress in illuminating
the challenges of women working the sport industry, less is known about the experiences of
females enrolled in the undergraduate sport management major, as only a few studies have
sought to understand the academic experience” (p. 70). Despite researchers consistently
reporting that being a minority in a White male-dominated environment is riddled with obstacles
(e.g., Harris et al., 2014, 2015; Leberman & Shaw, 2015), little research has been devoted to
understanding the unique and diverse experiences of these minority members. In 2015 Leberman
and Shaw asserted that there was “no research on recent women graduates’ experiences of
entering the sport management workforce, and how their university learning experience prepared
them for this,” preceding their own study (p. 350).
The goals of this study were three-fold. First, this study sought to contribute to sport and
leisure management literature by examining the composition of current sport and leisure
management undergraduate degree programs by collecting demographic data from students
regarding their race, gender, and age. Next, this study added to existing Social Cognitive Career
Theory literature by applying the theory to a population that is not readily investigated by
vocation researchers. Finally, this research explored the perceptions of sport and leisure
management undergraduate students in an effort to better assist in their career development and
identify possible concerns related to equitable employment.
Theoretical Framework
Social cognitive career theory (SCCT; Lent et al., 1994) is rooted in three seminal
theoretical frameworks: Self-efficacy theory (Bandura, 1977), career self-efficacy theory
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(Hackett & Betz, 1981), and social cognitive theory (Bandura, 1986). The first, self-efficacy
theory, was created by Bandura (1977) to explain the relationship between individual beliefs of
self-efficacy and outcome expectations. Then, using the central tenants of self-efficacy theory,
Hackett and Betz (1981) generated career self-efficacy theory to explore the influence of efficacy
on the career development of women in science and engineering majors. Finally, Bandura’s
(1986) general social cognitive theory explored the on-going relationship between personal
factors, environmental influences, and behavior. By drawing from the works of Bandura (1977,
1986) and Hackett and Betz (1981), Lent et al. (2000) developed social cognitive career theory
(SCCT) to identify and understand the contextual and cognitive elements that guide vocational
development.
According to Lent and Brown (2019) “at its introduction, SCCT consisted of three
interconnected models that focused on (a) interest development, (b) choice making, and (c)
performance and persistence in education and vocational domains” (p. 2). Approximately 12
years after the introduction of SCCT by Lent et al. (1994), additional models were woven into
the original framework. Whereas the interest, choice, and performance models of SCCT focus on
“addressing content-related questions, such as the types of occupations people choose” (Roche,
2018, p. 18), the supplemental models, the Career Self-Management model (CSM; Lent &
Brown, 2013) and the satisfaction model (Lent & Brown, 2006), address how individuals
traverse career-related behaviors. While the formative three models have been used for a variety
of research streams, the usage of them in sport remains minimal, which is why this research will
focus on the original and overlapping three theories of interests, choices, and actions. The
novelty of the youngest SCCT theories (CSM & satisfaction) and the lack of widespread research
utilizing these models makes usage in sport and leisure difficult to justify (Roche, 2018).
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The social cognitive career theory model focuses on the influence of contextual and
person-input variables (e.g., gender, race, environmental characteristics, life and learning
experiences) on the cognitive-personal variables of self-efficacy, outcome expectations, and
interests and choice goals, which are thought to significantly impact career intentions and
development (Inda-Caro et al., 2016). According to Kantamneni et al. (2018b), “SCCT theorizes
that individual and contextual factors create unique learning experiences that facilitate the
development of self-efficacy and outcome expectations, which in turn influence the development
of academic and career-related interests, goals, and actions” (p. 184).
Cognitive-Personal Variables
The central SCCT tenant of self-efficacy is defined as “the conviction that one can
successfully execute the behavior required to produce the outcome” (Bandura, 1977, p. 193).
Bandura suggests that higher levels of efficacy expectations (i.e., conviction) lead to greater
persistence when faced with adversity and ultimately more positive outcome expectations.
Liguori et al. (2018), argued that in order to cultivate feelings of self-efficacy the contextual
environment of an individual has to be considered. More specifically, the self-beliefs that an
individual has regarding courses of actions are influenced by the characteristics of their
environment, society, and behavior. Efficacy expectations, as outlined by Bandura and Adams
(1977), are informed by the four channels of performance accomplishments, vicarious
experience, verbal persuasion, and emotional arousal, which will be explained in Chapter Two.
Outcome expectations refer to the anticipated results from the performance of a specific
behavior (Hackett & Betz, 1981). Whereas efficacy expectations relate to the performance of a
behavior, outcome expectations concern the consequences of a behavior. Liguori et al. (2018)
suggested that individuals are more likely to foresee intentions and participate in behaviors when
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outcome expectations are thought to be more positive. The interest element of SCCT refers to the
attention that an individual gives to an activity when they think they can perform the activity
(i.e., self-efficacy) and receive some sort of desirable outcome (i.e., outcome expectations) for
their effort (Liguori et al., 2018). Behavioral intentions or choice goals occur when individuals
use personal agency or choice to engage or continue in a given activity (Bandura, 1986; Liguori
et al., 2018). Based on the SCCT model, feelings of self-efficacy, outcome expectations,
interests, and intentions are all considered potential drivers of vocation-related behavior (Lent et
al., 2001).
Contextual and Person-Input Variables
As outlined by Lent et al. (2000) career development with respect to SCCT is influenced
by both objective and perceived environmental factors. Rooted in the psychological constructs of
opportunity structure (Astin, 1984) and contextual affordance (Vondracek et al., 1986), SCCT
posits that variables such as opportunities, resources, and perceived barriers existent in a specific
career environment may be interpreted differently by each individual in that atmosphere.
Contextual (i.e., environmental) influences highlighted in SCCT are divided into two categories
(Lent et al., 2000). The first category is made up of distal contextual factors which influence the
learning experiences that career self-efficacy and outcome expectations are derived from (e.g.,
support of academic or extracurricular activities, role models, and skill development). The
second category, proximal contextual factors, are exceptionally important during career
development phases and may include exposure to workplace discrimination and network
contacts (Cunningham et al., 2007).
Together, distal and proximal contextual factors are referenced as the barriers and
supports that influence the cognitive-person variables of self-efficacy, outcome expectations,
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interests and choice goals, and intentions (Cunningham et al., 2007). Outcomes of previous
research concerning SCCT supports and barriers illustrate a significant relationship between the
two contextual factors and self-efficacy (e.g., Cunningham et al., 2005; Lent et al., 2003b). For
example, if an individual is aware of hiring discrimination in a specific vocational area (i.e.,
barrier), that person may be less likely to exhibit interest, intention, feelings of ability, and
positive outcome expectations associated with that career. In addition to distal and proximal
environmental factors, SCCT researchers have recommended the inclusion of person-input
variables when examining career development (Cunningham, et al., 2007). Individual attributes
such as sex, race, age, disability, and predispositions, along with learning experiences, and
environmental factors, continually and reciprocally influence vocation-related interests and
intentions.
Based on the SCCT framework, the following four research questions were proposed:
Q1

Will women and racial minority students in sport and leisure management degree
programs express lower feelings of self-efficacy associated with sport and leisure
employment than White male students?

Q2

Will women and racial minority students in sport and leisure management degree
programs express fewer outcome expectations associated with sport and leisure
employment than White male students?

Q3

Will women and racial minority students in sport and leisure management degree
programs perceive more barriers associated with sport and leisure employment
than White male students?

Q4

Will women and racial minority students in sport and leisure management degree
programs perceive fewer supports associated with sport and leisure employment
than White male students?
Significance of the Study

Although social cognitive career theory is a well-established approach to understanding
the phycological elements of career development (Lent & Brown, 2013), the utilization of the
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theory in sport and leisure management remains scarce. By examining the perceptions of
currently enrolled students in undergraduate sport and/or leisure management programs, this
research sought to investigate the importance of the relationships between contextual factors and
person-input variables (e.g., gender, race, age) and the potential influence of those variables on
career interests, goals, outcome expectations, self-efficacy, and intentions (Turner et al., 2004).
Despite the market and employment boom in sport management, the underrepresentation
of women and racial minorities is puzzling for researchers (Sauder et al., 2018). By analyzing the
antecedents to sport and leisure employment during student’s undergraduate experience,
researchers can work to better understand the needs of students and identify the leak in the sport
and leisure management equitable-employment pipeline (Vianden & Gregg, 2017). This research
contributed to the growing body of vocational research in sport and leisure management by
offering an understanding of relevant contextual and cognitive factor relationships. Furthermore,
this research focused on one of the most important elements of the future of sport and leisure
management: diversity. As noted by Vianden and Gregg (2017) “the lack of diverse sport
management undergraduates and alums perpetuates the underrepresentation of sport industry
leaders from different races, gender, and sexual orientations at all levels of sport” (p. 89). The
results of this study not only added to the existing literature regarding career development in
sport and leisure, but also gave career advisors, school counselors, and faculty members a better
understanding of the perceptions and needs of their minority students.
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Definition of Terms
The following are definitions of constructs and concepts utilized throughout this
dissertation:
Self-Efficacy. Bandura (1986) referred to self-efficacy as “people’s judgments of their
capabilities to organize and execute courses of action required to attain designated types
of performances” (p. 391). More specifically, Lent et al. (1994) explained that
perceptions of self-efficacy or ability help to determine a person’s choice of activity and
environment, effort level, persistence, thought patterns and emotional responses to
obstacles. Self-efficacy is not an inactive or stagnant trait; it is a set of self-beliefs that
can change based on environmental, person, behavior, and contextual variables (Lent et
al., 1994).
Outcome Expectations. According to Lent et al. (1994), outcome expectations are “personal
beliefs about probable response outcomes...whereas self-efficacy beliefs are concerned
with one’s response capabilities (i.e., ‘can I do this?’), outcome expectations involved the
imagined consequence of performing particular behaviors (‘if I do this, what will
happen?’)” (p. 83).
Vocational Interests. In this purposes of this study interests will be defined as “patterns of likes,
dislikes, and indifferences regarding career-relevant activities and occupations,” (Lent et
al., 1994, p. 88).
Intentions. Also known as choice goals, intentions are defined as “an individual’s determination
to engage in a specific action” (Wells & Kerwin, 2017, p. 129) and are considered to be
antecedents of behavior.
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Contextual Factors. Referred to as environmental factors or person-input factors, contextual
factors refer to the additional elements of the career development process that regulate
behavior, including perceptions of opportunities and resources, education, training, and
workplace experiences (Wells & Kerwin, 2017). Variables related to context are often
called barriers (e.g., discrimination) and supports (e.g., network contacts).
People of Color. A group of people who each identify as their respective racial minority (e.g,
African American, Hispanic) but who share a common group identity as non-White
individuals are known as People of Color (Perez, 2020). For the purposes of this study,
the term People of Color (POC) will be used to describe individuals from racial minority
groups.
Overview of Chapter
This chapter explained the history and current status of sport and leisure management
degree programs to better inform the following chapters. Additionally, an overview of the sport
and leisure markets and employment trends were presented with a specific focus on the
underrepresentation of women and racial minorities in sport and leisure vocations. The purpose
and significance of the study were expressed and a brief explanation of the central theory was
presented. The next chapter will, first, outline the use of vocational research in sport and leisure
management. Then, an in-depth exploration of social cognitive career theory will be presented
including an explanation of the elements of the theory, and previous applications and findings.
Finally, using justifications from previous research, the hypotheses of the current study will be
offered.
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CHAPTER II
LITERATURE REVIEW
Relevant Research
Though social cognitive theory is a well-known theory in research areas concerning
career development of ethnically diverse populations (e.g., Kantamneni et al., 2018a; Navarro et
al., 2007; Dickinson et al., 2017), first-generation college students (e.g., Gibbons & Borders,
2010; Ramos-Sanchez & Nichols, 2007; Vuong et al., 2010), and science, technology,
engineering, and math (STEM) students (e.g., Blanco, 2011; Inda et al., 2013; Lent et al., 2008),
there is little research devoted to the application of vocational theories such as SCCT to sport and
leisure career development. According to Kantamneni et al. (2018b), “SCCT is a theoretical
framework that has been particularly useful in exploring the career development process of
individuals from diverse backgrounds” (p.184). Given the current lack of representation of
women and People of Color in sport and leisure leadership positions, there was an opportunity to
explore the backgrounds of these individuals in an effort to understand whether or not their
career development is shaped by their diverse experiences. The following sections will examine
the history and usage of vocational research in sport and leisure, outline the utilization of social
cognitive career theory including common participant groups, and offer a rationale for the use of
SCCT in sport and leisure.
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Vocational Research
Sport Management
Vocational research of sport and leisure management career development appears
minimal and outdated. In 2013 Schwab et al., stated “little research has been conducted on sport
management students themselves to determine their backgrounds, career aspiration, and attitudes
about their major” (p.17). Though sport and leisure management programs have grown
exponentially, students in said programs remain relatively unknown.
In an effort to paint a picture of sport management students in the United States, Schwab
et al. (2013) collected data from 434 sport management students across seven universities. While
the research was not based in theory, the results did reveal interesting information about the
student respondents. Namely, sport management students who participated in the study were
overwhelmingly male (70% to 30%), very active in sports (91%), and considered themselves to
be “die-hard” sport fans (78%). Schwab et al. (2013) also found that 89% of respondents chose
sport management as a major because they wanted to work in the sport industry, and 69% of
students chose sport management because they enjoyed watching sports. Interestingly 64% of
students were either “confident” or “very confident” (46% and 18% respectively) that they had a
genuine understanding of the career opportunities offered in sport management. Results of the
study indicated that although it is not surprising that students who love sports choose sport
management as their major, student may rush to pick a sport management degree program based
on a passion for sport rather than surety in their ability to attain a job in a related industry.
In 2015 Schwab et al. completed an additional research study on the post-college career
experience of former sport management students. Of the 268 responses collected by researchers,
63% indicated that they had worked in sport management sometime after graduation but, of that
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63%, 38% stated that they were no longer employed in the sport management field citing low
pay and limited career opportunities. Despite these two studies providing insight into the sport
management student population, researchers did not address personal and environmental
characteristics that attract students to sport management other than sport participation, fandom,
and a passion for sport.
Based on the recommendations of Schwab et al. (2013) to further examine sport
management students, Chen et al. (2013) explored the academic and career interests of 223 of
them. As noted by Lewis and Quarterman (2006), Schwab et al. (2013), and again by Chen et al.
(2013), students indicated that their preference for a sport management degree was the result of
their love for sports. Notably, Chen et al. did find that males rated their love of sports, habit of
watching sports, and adventurous spirit and professional traits higher than female participants
did. Chen et al. stated “overall, the participants’ academic and career interests can be best
predicted by two constructs: (a) preferable work setting, and (b) love for sports,” (p. 134). Once
again not rooted in any type of vocational theory, the aforementioned researchers failed to
address the more complicated personal characteristics and environmental factors that may
influence the degree choice of sport and leisure management students.
Though not reliant on SCCT as a theoretical framework, a 2011 study by Walker et al.
highlighted the importance of perceived ability of women (i.e., self-efficacy) in sport vocations.
In an effort to understand the influence of gender-role attitudes and congruity on the ability of
women to coach a men’s intercollegiate basketball team, researchers used scale items adapted
from Sartore and Cunningham (2007) regarding job-fit and hiring recommendations and created
specific items to measure perceived ability. Study participants rated qualified and overqualified
females higher than qualified males with respect to perceived capability, meaning that
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participants believe the fictional female applicants were equally as capable, if not more capable,
of coaching a men’s basketball team than were the qualified male applicants. However, female
applicants (qualified and overqualified) were rated lower in terms of perceptions of job-fit and
hiring recommendations than were qualified male applicants.
The most significant data-based relationship of Walker et al. (2011) highlighted that
although the female applicants held similar or better qualifications than their male counterparts,
participants rated the fictional females lower with regard to hiring recommendations, signifying
their unwillingness to recommend that an organization hire the female applicant. Though this
study did not employ SCCT, it is an important component of sport research concerning perceived
employment capability and the potential influence of gender on career placement. As suggested
by Walker et al. (2011), significantly lower evaluations of the qualified and over qualified female
applicants occurred despite indistinguishable differences between the qualified male and female
applicants, signifying the presence of gender bias.
Stowe and Lange (2018) utilized the Perceived Ethnic Discrimination Questionnaire
(PEDQ) and Stereotype Confirmation Concern Scale (SCCS) and focus groups to explore
student perceptions of race, ethnicity, and gender on professional and leadership opportunities in
sport management. Results of the study indicated that Black students felt their race/ethnicity
would impact their opportunities and challenges in the sport industry and they were more likely
to experience discrimination. African American women mentioned race and gender as being
factors in sport industry success more often than any other group of students, expressing that a
combination of their minority status (Black and female) would have an impact on their success.
In sum, Stowe and Lange (2018) asserted that “more investigations looking at specific areas of
the sport industry are necessary to solve these challenges and barriers to make the sport industry
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more inclusive” (p. 41.) Though the aforementioned research has helped sport management at
large understand the perceptions of race and gender in sport, it did little to highlight the impact of
those perceptions on vocational development.
Holland’s Theory
In 2017 Pierce and Johnson employed Holland’s theory of vocational choice to develop
profiles of sport management career positions. Holland’s theory suggests that “people search for
environments that will let them exercise their skills and abilities, express their attitudes and
values, and take on agreeable problems and roles” (Holland, 1997, p. 4). As noted by Pierce and
Johnson (2017), “the closer a person’s personality fits his or her occupational environment, the
more likely that person will be satisfied, productive, and remain on the job” (p. 74). The theory
itself focuses on six personality types and six environmental models to determine fit between
them. Before Pierce and Johnson’s 2017 study, sport management was not readily investigated
using Holland’s theory because it is not a specific occupation but rather a collection of
occupations with differing work environments. The goal of Pierce and Johnson (2017) was to
develop Holland codes for occupations within sport management with the hope that career
advisors and sport management faculty become better equipped to help sport management
students adjust their career goals to fit their personality. Though the intent of the recent study
was thoroughly justified and added to the porous body of literature of sport management career
development, a research database search revealed no proceeding usage of the Holland sport
management profiles developed by Pierce and Johnson (2017).
Leisure Management
As stated by Frisby (1992) “traditional models of career development place financial
burdens on and advancement pressures on men, trivialize the careers of women, and are based on

27
the erroneous assumptions that the traditional nuclear family structure is the norm” (p. 159). In
an effort to give attention to women in leisure occupations Frisby created a model of career
development for women in leisure services (Frisby, 1992). The model and related research shed
light on the differences that occur between male and female career development, focusing on
eight categories of factors that women identified as most important during career development:
current position, professional associates, background factors, socio-economic factors, legislative
factors, organizational factors, individual factors, and family factors (Frisby, 1992; Frisby &
Brown, 1992; Henderson & Bialeschki, 1995). Henderson and Bialeschki (1995) employed
Frisby’s theory to explore the vocational development of women in leisure, finding that twothirds of the female participants working in parks and recreation had been discriminated against.
Additionally, over half of the respondents indicated that they did not have as many advancement
opportunities in the workplace as their male counterparts.
Several studies related to women in leisure management followed, including Arnold and
Shinew (1997) who found that perceived barriers (e.g., leadership suitability, lack of networking,
lack of advancement opportunities, lack of equal compensation, lack of female mentors, gender,
gender discrimination) played a significant role in career development. Similarly, Anderson and
Shinew (2001) found that women in leisure service occupations felt their organizations were
discriminatory in relation to task assignments, promotions, and salaries. Allison (1999) focused
on additional types of diversity (e.g., race, ethnicity, disability) in leisure service careers and
found that minority respondents perceived that their White male administrators hired people that
looked like them rather than hiring minorities from alternative race or gender groups. Results
from Anderson and Shinew (2001), Bower (2008), Bower and Hums (2003), Bower et al. (2006),
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Hobart (2010), and Willer (2002), echoed previous results by asserting that women do perceive
greater discrimination in their leisure careers and more significant barriers.
In parallel occupation areas such as hospitality, Goh and Lee (2018) detailed that
“although there has been a plethora of studies examining attitudinal factors and hospitality as a
career choice among Baby Boomers (1945-1964), Generation X, (1965-1979) and Generation Y
(1980-1998), no studies investigated the career perceptions of Generation Z (1995-2009) in the
hospitality industry” (p. 21). Using the Theory of Planned Behavior Goh and Lee found that Gen
Z participant’s intent to join the hospitality industry was influenced by familial support or a lack
thereof. Results of Goh and Lee’s study also indicated that discrimination was a factor in student
perceptions of hospitality employment, which was also noted by Deale and Wilborn (2006),
Song and Chathoth (2008), and Wen and Madera (2013). For example, Shum et al., (2020) found
that People of Color were more likely to report workplace discrimination despite diversity
initiatives by the hospitality industry.
Social Cognitive Career Theory
in Diverse Populations
According to Ali and Menke (2014), despite previous empirical support for SCCT, there
has been little research devoted to examining the model’s general applicability to diverse racial
and ethnic groups. Several preceding studies to Ali and Menke’s outlined that Latino students are
more likely to perceive barriers related to career development (Luzzo & McWhirter, 2001;
McWhirter, 1997; McWhirter et al., 2007) and have weaker self-efficacy associated with barrier
coping (Luzzo & McWhirter, 2001). Navarro et al. (2007) asserted that, in relation to Mexican
American middle school students, social class was found to be a significant predictor of math
and science performance and eventual self-efficacy and outcome expectations. According to
Terenzini et al. (1996), students from racial and ethnic minority groups are more likely to be
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first-generation college students than White students, meaning that academic and vocational
challenges associated with racial and ethnic minorities may be compounded by the possibility
that they are also first-generation college students.
Researchers (e.g., Ali & Saunders, 2006; Carrico et al., 2019) have also utilized SCCT to
investigate the college expectations of rural Appalachian Youth, finding that perceptions of
parental support influenced students’ expectations to attend college. Rosecrance et al. (2019)
described the collegiate expectations and STEMM perceptions of Appalachian high school
students, indicating that students with college-educated parents were more likely to have career
aspirations in the STEMM field. Gushue and Whitson (2006) found in a sample of African
American high school students that both perceived parental support and teacher support were
positively linked to career decision self-efficacy, and teacher support was also positively
associated with career outcome expectations. Comparably, Byars-Winston et al. (2010) outlined
the connections between ethnic identity and academic self-efficacy and ethnic identity and
outcome expectations in biological science majors from diverse ethnic and racial backgrounds.
Researchers have also indicated that minorities tend to have lower career outcome expectations
(Catraio, 2011) and lower career goals (Teng et al., 2001).
First Generation College Students and
Social Cognitive Career Theory
Several studies have focused on the use of SCCT to investigate the diverse challenges of
first-generation college students. According to Kantamneni et al. (2018b), “given the unique
challenges and experiences of first-generation students encounter, SCCT can be a useful
framework for understanding how both distal and proximal contextual factors influence their
academic and vocational decisions” (p. 184). Gibbons and Borders (2010) found that firstgeneration college middle school students reported lower self-efficacy to attend college and to be
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successful. Gibbons and Borders also noted that participants reported more negative outcome
expectations associated with college enrollment and perceived more barriers for college
attendance than their peers with college-educated parents.
Ramos-Sanchez and Nichols (2007) examined the relationship between self-efficacy,
academic performance, and college adjustment in first-generation and non-first-generation
college students. Results of the study indicated that feelings of self-efficacy were linked to
feelings of college adjustment. Vuong et al. (2010) utilized the College Self-Efficacy Inventory
to determine that first-generation college sophomore’s academic success was predicted by
feelings of self-efficacy. Results from Vuong et al. (2010) also indicated that second-generation
college sophomores were more likely to perform better academically than first-generation
college sophomores.
Social Cognitive Career Theory in Science,
Technology, Engineering, and Math
A general lack of student interest in pursuing science, technology, engineering, and math
occupations has led researchers to focus on exploring young people’s perceptions of STEM (e.g.,
Mendez et al., 2017; Miller et al., 2015; Shoffner et al., 2015; Turner et al., 2019). As noted by
Turner et al. (2019), understanding STEM career interests has been further complicated by the
underrepresentation of women and individuals from lower socioeconomic statuses. Several
studies have employed SCCT in an effort to understand the personal and contextual factors that
influence STEM interest. Results from Turner et al. (2019) echoed previous research (Lent et al.,
1994, 2000; Navarro et al., 2007; Turner et al., 2004) indicating that “self-efficacy and outcome
expectations were related to each other and to interests in the expected directions,” (p. 143).
Worth noting, Turner et al. (2019), found that the hypothesized relationships between outcome
expectations and choice actions, and outcome expectations and goals, were unsupported. As
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noted by Turner et al. (2019), the findings were “not surprising given that the predictive validity
of outcome expectations are inconsistent in tests of SCCT models and appear to vary by
population and career domain under examination,” (p. 144), suggesting that opinions regarding
outcome expectations are influenced by participant’s economic, social, and cultural differences.
According to Lee et al. (2015), most engineering studies utilizing SCCT have recorded
relatively consistent findings, including the significant relationships between self-efficacy and
goals (e.g., Flores et al., 2014; Lent et al., 2003a, 2008, 2010), self-efficacy and interests (e.g.,
Flores et al., 2014; Lent & Brown, 2013; Lent et al., 2003a, 2003b, 2008, 2010), and feelings of
self-efficacy and academic satisfaction (e.g., Flores et al., 2014; Lent & Brown, 2013; Lent et al.,
2007). However, as alluded to by Turner et al., (2019), results related to outcome expectations in
STEM and engineering studies have been inconsistent. While some researchers have indicated
that outcome expectations were a significant predictor of goals, interests, major choice, or
academic satisfaction (Byars-Winston et al., 2010; Flores et al., 2014; Lent & Brown, 2013),
others have reported that no significant relationship exists between outcome expectations and
goals, major choice, or interests (Lent et al., 2003a, 2007).
With respect to SCCT and gender in engineering studies, results have been varied (Lee et
al., 2015). While several studies have recorded lower self-confidence in female engineering
student’s perceived ability to complete their degree program (Byars-Winston & Fouad, 2008;
Gainor & Lent, 1998; Inda et al., 2013), other have seen no variance as a result of gender (Flores
et al., 2014; Lent & Brown, 2013). As compared to male engineering students, investigators have
found that female engineering students have lower academic interest in engineering majors (Inda
et al., 2013) and lower positive outcome expectations (Byars-Winston & Fouad, 2008; Hackett et
al., 1992). Specifically in engineering research employing SCCT, results of the model did not
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change based on racial and ethnic identification (Flores et al., 2014; Lent et al., 2008; Navarro et
al., 2007). Though a few studies have indicated that paths between variables (i.e., self-efficacy to
outcome expectations, contextual support and barriers) may be larger (Lent et al., 2010), further
research using SCCT is needed to assess the validity of such assertions (Lee et al., 2015).
Sport, Leisure, and Social Cognitive Career Theory
Previous research regarding vocational interests and intentions in sport has predominately
focused on coaching. For instance, Everhart and Chelladurai (1998) outlined student preferences
for coaching vocations, and Cunningham and Sagas (2002) explored the influence of head
coaching aspirations and turnover intentions among Division I assistant basketball coaches.
Furthermore, Cunningham et al. (2007) stated that female assistant coaches of women’s teams,
relative to male assistant coaches, expressed lower levels of head coaching self-efficacy,
perceived fewer positive outcomes associate with a head coaching position, and convey lower
levels of interest and intention in regard to becoming a head coach.
Concerning the application of SCCT to sport careers, Cunningham et al. (2005) employed
the theory to investigate student intentions to enter into sport and leisure employment. Using
Likert-type scale items adapted from existing scales or created for the study, researchers
collected data from 197 college students and found that feelings of self-efficacy were negatively
impacted by perceived career barriers (i.e., discrimination and lack of advancement opportunity).
Additionally, female participants identified the outlined career barriers as having a negative
influence on sport career intentions, and ethnic minority participants rated discrimination as a
greater hinderance to sport vocation interest than did Caucasians.
Moran-Miller and Flores (2011) utilized social cognitive career theory to predict the
interest of female athletes in coaching careers. Using SCCT scale items with Likert-type scale
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items adapted specifically for coaching, researchers collected data from 210 female student
athletes across NCAA Divisions I, II, III and NAIA institutions. The investigators found that
“the quality of female role models and working hours as a perceived barrier produced a
significant direct effect to career interest in coaching,” (Moran-Miller & Flores, 2011, p. 115)
meaning that the lack of quality female role models in coaching positions acted as a significant
barrier to participant interest in coaching. Results from this study also indicated that the
development of coaching self-efficacy and interests is influenced more by working hours as a
perceived barrier than gender discrimination.
In a 2017 study by Wells and Kerwin, SCCT was employed to assess the expectations
and intentions of senior athletic administrators’ on becoming NCAA Division I athletic directors,
specifically the marginalized groups of women and racial minorities. Using adapted scale items
from Cunningham et al. (2003) to measure self-efficacy and Bandura (1986) to measure outcome
expectations--along with the creation of 16 items to examine choice goals, barriers, and supports-researchers surveyed 165 NCAA Division I senior athletic administrators. Unlike many
previous social cognitive studies, Wells and Kerwin outline that although there were no
significant differences in feelings of self-efficacy, women and racial minority participants
reported lower outcome expectations and lower choice goals. In line with Sartore and
Cunningham (2007), Wells and Kerwin illustrated a separation between high perceived ability
(i.e., self-efficacy) and low choice goals (i.e., intention) and outcome expectations, where,
despite high levels of perceived skill and capability, participants were less likely to accept an AD
job and did not associate an AD position with positive outcomes.
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Elements of Social Cognitive Career Theory
Self-Efficacy
As previously mentioned, the central component of SCCT is self-efficacy. Self-efficacy
is developed in four specific ways. Bandura (1977) suggested that the first channel of selfefficacy development, performance accomplishments, positively influence feelings of personal
mastery. In other words, if an individual is able to successfully complete a task that person will
feel better equipped to do so in the future. Furthermore, feelings of mastery tend to generalize to
situations that are both similar and dissimilar. Interestingly, Hackett and Betz (1981) postulated
that emotionally expressive characteristics “do not lead as readily to successful task
accomplishments or, in general, to the development of competence” (p. 330). For those who
express themselves emotionally, a trait often ascribed to women, mastery experiences and
improved outcome expectations may be more difficult to attain. Researchers also outlined that
men are given more opportunities than women to participate in efficacy-building experiences
(e.g., Maccoby & Jacklin, 1974; Tsai et al., 2016) and women are more likely to attribute
successful task completion to effort and luck rather than individual skill or ability (e.g., Feather
& Simon, 1975; Siegle et al., 2010). For women, fewer opportunities to experience mastery, the
negative influence of emotional behavior, and misguided success attribution adversely influence
feelings of efficacy, meaning that women have less conviction in their ability successfully
accomplish tasks to achieve a desired outcome.
The second information source of self-efficacy is vicarious learning, which is the
vicarious observation of other people’s courses of actions and the outcomes of those actions
(Bandura, 1977). As noted by Bandura, if an individual sees people engaging in threatening
activities and the outcome is void of unfavorable consequences the individual will likely think
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that they, too, can engage in the activities without penalty if they increase their efforts. With
respect to vicarious learning Hackett and Betz (1981) state that “males are exposed to vicarious
learning experiences more relevant to career-related efficacy expectations [due to] the existence
of sex-role and occupational stereotyping in children’s literature textbooks, and media [where]
women are portrayed in homemaker and mother roles” (p. 331). In career segments where
women and People of Color are underrepresented, such as coaching and sport leadership (e.g.,
Lapchick, 2019; Sartore & Cunningham, 2012; Walker & Bopp, 2010), there are fewer vicarious
learning opportunities where minorities are able see people that look like them engaging
successfully in threatening activities. The lack of vicarious learning opportunities halts the
development of self-efficacy and, thus, has a negative impact on career conviction.
The third channel of self-efficacy information, emotional arousal, addresses the influence
of anxiety and susceptibility to stress on efficacy development (Hackett & Betz, 1981).
Intriguingly, Bandura (1977) concluded that low self-efficacy induces anxiety. For women who
are already predisposed to low levels of self-efficacy due to a lack of personal mastery and
vicarious learning opportunities, feelings of anxiety are likely common and reoccurring and may
have a negative reciprocal influence on efficacy development. In reference to psychological
concerns of women and efficacy, researchers have shown that women experience more stressful
situations more often than men (e.g., Almeida & Kessler, 1998; McDonough & Walters, 2001),
are at greater risk to develop anxiety disorders (Bruce et al., 2005), and display higher levels of
chronic stress and have more significant responses to inconsequential daily stressors (Matud,
2004).
According to Nioplias et al. (2018), there are specific and unique stressors associated
with being a minority in the United States, also known as minority status stressors (Smedley et
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al., 1993). Such stressors include discriminatory experiences, competency-linked stressors as a
result of racial stereotypes, and racially hostile messages in an environment (Nioplias et al.,
2018). As a result of these stressors, Black Americans are more likely than any other group to
experience minority status stress (Cokley et al., 2013) and are also more likely to feel
disconnected from their environment (Smedley et al., 2003).
The fourth channel of efficacy development, verbal persuasion, theorizes that feelings of
ability and task accomplishment are influenced by the verbalized ideas of others (Hackett &
Betz, 1981). For women and racial minorities this means that when unsupportive opinions are
expressed, feelings of ability are halted and efficacy development is slowed. In sport careers
where women and People of Color are underrepresented and often feel unwelcome (e.g., Burton,
2015; Sartore & Cunningham, 2012), the creation and maintenance of efficacy may be
exacerbated by verbal persuasion. Additionally, researchers have found that diverse populations
tend to rely heavily on the support of their family and friends to guide career decisions (e.g.,
Gushue & Whitson, 2006; Lent et al., 2001) so a diversion in encouragement can drastically
change the career path of an individual.
Outcome Expectations
According to Wells and Kerwin (2017), “outcome expectations involve numerous types
of beliefs about response results, such as extrinsic reinforcement, self-directed consequences, and
performance processing. These expectations derive from appraisals (e.g., rewards), self-approval,
observations, and reactions of others,” (p. 129). More simply, outcome expectations refer to the
potential intrinsic and extrinsic consequences of behavior. Outlined by Cunningham et al.,
(2005), an individual’s behavior is reliant on the outcomes that will accompany the behavior and
the value ascribed to those outcomes. For example, positive outcome expectations might illicit a
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certain behavior, whereas negative outcome expectations might deter a behavior. Preceding
SCCT investigators have found that women and racial minorities are more likely to perceive
fewer positive outcome expectations related to career choice (Catraio, 2011; Cunningham et al.,
2007; Wells & Kerwin, 2017).
Interests
Carrico and Tendhar (2012) referred to interests as “people’s likes and dislikes about an
activity” (p. 3). Within the employed theory of SCCT interests are thought to be connected to the
development of choice goals (i.e., intentions) which may influence additional participation in the
respective activity. Researchers across multiple disciplines have found differences in interests
based on gender, including Inda et al., (2013) who found that female engineering students have
lower academic interests in engineering majors. Moran-Miller and Flores (2011) discovered that
the quality of female role models in coaching significantly impacts the coaching interests of
women, and female interest in coaching careers is influenced more by the perceived barrier of
working hours than gender discrimination. Finally, Cunningham et al., (2007) outlined that,
relative to male coaches, female coaches of women’s teams convey lower levels of interests in
becoming head coaches.
Worth noting, Lent et al. (1994), suggested that self-efficacy and positive outcome
expectations have a positive relationship to career interests, meaning that if a person believes
they are capable of performing tasks successfully within a specific job (i.e., self-efficacy) and
perceive positive outcomes of their effort (i.e., outcome expectations) they are more likely to
have a vested interest in that vocational area and intention to enter it (i.e., career interests and
choice goals). For minorities, however, perceived barriers to task completion and positive
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outcomes may prevent career interests from leading to career intentions and ultimately career
placement.
Intentions
Also known as choice goals, intentions refer to the behavioral intentions of an individual
that can lead to purposeful action (Cunningham et al., 2007; Liguori et al., 2018; Wells &
Kerwin, 2017). According to Liguori et al. (2018), “SCCT posits intentions, outcome
expectations, and self-efficacy are interrelated, and personal and environmental factors indirectly
influence self-efficacy and outcome expectations ultimately leading to intention formation,”
(p.71). Chan et al. (2018) found that self-efficacy in Taiwanese sport management students had a
positive relationship with career intentions, and also found that vocational interests mediated the
connection between self-efficacy and career intentions (Lent et al., 2003b, 2010; Navarro et al.,
2007).
Contextual Factors
Also known as person-input factors, contextual and environmental factors are the
supplementary variables of vocational development that guide behavior, including perceptions of
opportunities, resources, training, education, and workplace experiences (Wells & Kerwin,
2017). Wells and Kerwin (2017) stated in relation to contextual factors that “an individual’s
perception of available resources and opportunity structures is derived from cultural, material,
physical, and social features of the environment” (p. 129). Variables related to context are often
called barriers (e.g., discrimination) and supports (e.g., network contacts) and have been
significantly associated with perceptions of self-efficacy and intentions (Cunningham et al.,
2005; Lent et al., 2003b). Researchers across a variety of disciplines have found that People of
Color and women are more likely to perceive barriers related to career development (Ali &
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Menke, 2014; Luzzo & McWhirter, 2001; McWhirter, 1997; McWhirter et al., 2007; Wells &
Kerwin, 2017) and have lower feelings of self-efficacy associated with barrier coping (Luzzo &
McWhirter, 2001). In relation to supports, researchers have found that individuals from diverse
ethnic and racial populations place a high value of importance on parental and teacher support
(Byars-Winston et al., 2010; Gushue & Whitson, 2006)
Hackett and Betz (1981) proposed that women have lower, weaker, and less generalized
career-related self-efficacy expectations because of a lack of opportunity in regard to
performance accomplishments and vicarious learning, sex-based psychological differences
associated with emotional arousal, and the negative influence of verbal persuasion. Investigators
across several domains have also noted that the connections between self-efficacy and outcome
expectations (Larose et al., 2006), self-efficacy and interests (Rottinghaus et al., 2003), and selfefficacy, outcome expectations, and goals (Betz & Voyten, 1997; Larose et al., 2006) were
stronger for men than for women (Navarro et al., 2007). Researchers have also shown that racial
and ethnic identity predicts feelings of career self-efficacy (e.g., Ali & Menke, 2014), leads to
lower career outcome expectations (Catraio, 2011), lower career goals (Teng et al., 2001), and
higher perceptions of career related barriers (Luzzo & McWhirter, 2001; McWhirter et al.,
2007).
According to Hackett and Betz (1981):
while low self-efficacy expectations undoubtedly affect the career behavior of both
women and men, the continuing limited and disadvantaged position of women in the
labor force and the limited rage of career options from which most women choose may
be due, at least in part, to differential expectations of self-efficacy among women versus
men. (p. 329)
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Research Questions
Despite SCCT being a widely utilized theory in vocational research, there are few studies
focused specifically on sport and leisure management students and their experiences as it relates
to career development. Thus, the following questions were proposed based on a combination of
previous SCCT research and research related to the career development of minorities and diverse
populations.
The purpose of this study was to explore potential differences of the person-input factors
of race and gender on student’s feelings of self-efficacy, outcome expectations, and barriers and
supports. Researchers have shown that women tend to avoid male-dominated occupations
(Hackett & Betz, 1981) and report lower feelings of self-efficacy as compared to men
(Cunningham et al., 2007). Results related to the significance between race and feelings of selfefficacy have been mixed (Luzzo & McWhirter, 2001; McDowell et al., 2009). While sport and
leisure management programs continue to grow, diversity in the academic and employment
sectors of sport and leisure management has not been achieved, thus the following question was
proposed:
Q1

Will women and racial minority students in sport and leisure management degree
programs express lower feelings of self-efficacy associated with sport and leisure
employment than White male students?

Recalling previous SCCT research, women and racial minorities tend to express fewer
positive outcome expectations related to career choice (Catraio, 2011; Cunningham et al., 2007;
Wells & Kerwin, 2017). Once again, given that diversity is still an issue in sport and leisure
management degree programs and employment, the second question was created to address the
possibility that race and gender influence feelings of outcome expectations.
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Q2

Will women and racial minority students in sport and leisure management degree
programs express fewer outcome expectations associated with sport and leisure
employment than White male students?

Researchers have shown that women and racial minorities perceive more barriers related
to educational and vocational entry and success (e.g., Allison, 1999; Anderson & Shinew, 2001;
Arnold & Shinew, 1997; Bower, 2008; Bower & Hums, 2003; Bower et al., 2006; Hobart, 2010;
Willer, 2002), feel disconnected from their environments (Smedley et al., 2003), and are more
likely to experience a “chilly climate” (Hall & Sandler, 1982; Morris et al., 2019). Thus, the
following two questions were proposed:
Q3

Will women and racial minority students in sport and leisure management degree
programs perceive more barriers associated with sport and leisure employment
than White male students?

Q4

Will women and racial minority students in sport and leisure management degree
programs perceive fewer supports associated with sport and leisure employment
than White male students?

Chapter Summary
Chapter two offered an in-depth examination of previous applications of Social Cognitive
Career Theory in a variety of disciplines and explored relevant sport and leisure management
literature. This chapter also proposed and defended four research questions as reference points
for further analysis.
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CHAPTER III
METHODOLOGY
Associated Methodology
Chapter three explores the methodology for this study, including research design,
sampling procedures, participant identification, data collection process, and instruments utilized.
Also included in this chapter is an examination of the types of statistical analyses and tests that
will occur to interpret the data collected and the process by which these analyses will take place.
Research Design
According to Vogt et al. (2012) an appropriate research design is one that can accurately
answer the question or questions proposed by researchers in the most efficient way. In an effort
to understand the diverse and subjective inner-experiences and beliefs of a specific group of
people this study employs a survey design to collect primary information. Best described by
Vogt et al., (2012) “often the only efficient way to obtain information from people is by asking
them” (p.16). Given the focus of this study is on the experiences and perceptions of students, the
most appropriate way to gather information was to ask potential participants directly. In hopes of
collecting primary information from students in at least three sport and leisure management
degree programs in the United States this study used a self-administered electronic survey, which
bypassed concerns related to geography and face-to-face access of respondents. Additionally,
electronic surveys are more cost and time efficient, guarantee that all participants receive the
same questions, and require less resources for large-scale distribution (Vogt et al., 2012).
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Quantitative research focuses on the exploration of numeric data, including aggregate
analysis, relationships between data items and sets, and data comparisons, and is known as the
dominant research framework within social sciences (Coghlan & Brydon-Miller, 2014). Because
this research sought to apply statistical analyses to test the research hypotheses and SCCT
tenants, a quantitative approach was chosen as the preferred design (Allen, 2017). Furthermore,
the focus of this research on determining variable relationships without variable manipulation
meant this research was categorized as nonexperimental (Andrew et al., 2011).
While this study was best described as quantitative and nonexperimental, additional
concerns related to social science research and data collection were addressed by giving attention
to survey development and participant communication. This study utilized the Tailored Design
Method created by Dillman et al. (2009) in order to obtain the most thorough answers from
participants. Used most often in social sciences, the TDM method “is considered the standard for
electronic survey data collection” and was created to help increase response rates and eliminate
error (Schwab et al., 2015, p. 4). Before distribution the questionnaire, including questions,
formatting, and flow was reviewed by two faculty members from two universities who specialize
in sport and/or leisure management at the undergraduate level (Schwab et al., 2013). In order to
focus on the elements of TDM, the questionnaire and associated correspondence focused on
building trust with respondents and reducing perceptions of risk and increasing perceptions of
rewards.
Several elements of TDM were included in the data collection process (Dillman et al.,
2009) including showing positive regard for participants by politely requesting participation
(e.g., “please respond to the attached questionnaire within four weeks”), thanking respondents
for their time and effort (e.g., “thank you for participating in this study”), reminding participants
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of the scarcity of their opportunities to complete the measures (e.g., “the electronic questionnaire
will close in four weeks”), and offering feelings of social validation by reminding potential
participants that many others like them have already participated (e.g., “thank you to the many
sport and leisure management students who have already taken this survey”). Additional
concerns of TDM that were addressed in this study included avoiding inconvenience by making
the survey accessible via computer and mobile access, minimizing requests for personal
information, avoiding insubordinate language, and preventing the likelihood of embarrassment
by making the survey easy to read and understand (Dillman et al., 2009).
Sampling
Participants of this study were chosen based predominantly on convenience, also known
as convenience sampling (Andrew et al., 2011). Convenience sampling is a type of nonprobability sampling wherein participants are selected based on their accessibility and proximity
to the respective research (Jager et al., 2017). Though non-probability sampling is less
generalizable because it does not rely on randomized data collection, it is commonly utilized in a
variety of disciplines including sport management because it is cost effective, efficient, and
simple to implement (Andrew et al., 2011; Jager et al., 2017). In order to draw a convenient
sample for this research purposive sampling was employed. Purposive sampling occurs when
researchers identify the characteristics of a specific population that will best serve the purpose of
the research (Andrew et al., 2011). Despite the focus of this research on sport and leisure
management students, the respondents did not share the exact same characteristics (e.g., age,
gender, degree program), which means the sample was categorized as heterogenous.
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Data Collection
For the purpose of this study quantitative data were collected using an electronic survey.
Before data were collected, the Institutional Review Board (IRB) the University of Northern
Colorado approved the study. Designed to protect the rights and interests of study subjects, the
IRB ensures that the study was safe, coercion free, and did not pose any undue harm to
participants.
Following IRB approval, data were collected via electronic survey using Qualtrics.
Qualtrics is a software company created to aid organizations in the collection of data from
relevant groups in order to measure their experiences and feelings. In academia, Qualtrics is
often used to host surveys and questionnaires with the eventual goal of downloading the data for
statistical analysis. Qualtrics allowed participants to complete the online survey through
anonymous and protected weblinks, thereby protecting personal and confidential information.
The survey for this study was accessible only to the primary researcher using her
institutional credentials from the University of Northern Colorado. Further, the survey was
accessed only through the researcher’s primary, private, and password protected computer.
Participants for this study were identified through their enrollment in a hospitality, sport, leisure,
and/or management course at a higher education institution. A convenience sample of 100+
students came from three universities across the United States via faculty contacts. Though the
inclusion of only three universities reduced the overall generalizability of the study, it offered
relevant insights into the experiences of sport and leisure students that does not yet exist.
Additionally, this research provided a foundation for continued research of the same kind.
Exercising TDM protocol, the principal investigator sent an advanced email to identified
faculty members in three sport and/or leisure degree programs at higher education institutions in
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the United States to request assistance in distributing the Qualtrics survey to the relevant student
body. The initial email thoroughly described the research and the need for the study and was
formatted for convenient email forwarding. Following investigator directions, faculty members
were instructed to forward the prepared email and survey link to currently enrolled
undergraduate sport and/or leisure management students within 24 hours if reception. The email
also included a disclaimer to students that their faculty distributor was not affiliated with the
research in an effort to prevent bias and issues with validity. One week later the primary
investigator sent a follow-up email to the faculty which was designed to be forwarded to the
students to remind them of the nature of the study and their requested participation. Two weeks
after the initial email the research sent an additional email to the faculty contacts for student
forwarding which thanked the students who had already participated and requested participation
from those who have not. Twenty-one days after the first email the primary researcher again
reached out to faculty contacts via email to request their assistance in distributing the survey link
to their respective students. The final email thanked students for participating and listed the
deadline for participation in an effort to create a sense of scarcity as outlined by TDM (Dillman
et al., 2009).
Before accessing survey items participants were asked to read an explanation of the study
which outlined its purpose and confidentiality (Appendix A). Participants were asked to
thoroughly read the informed consent explanation approved by the UNC IRB (Appendix A). The
informed consent letter of the study explained that participants must have been of legal age to
voluntarily participate (18 years old) and were expected to answer questions related to their age,
race, gender, and career intentions, including perceived barriers and goals. Participants were
presented with information that highlighted the confidentiality of the study and their rights to
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withdraw participation at any time without consequence. The informed consent letter also
included important IRB contact information should the participants have wished to report this
study if they felt it was not ethical or safe. Because of the electronic and confidential nature of
this study, participants were not be asked to sign their name on the informed consent letter.
Rather, participants were instructed to click the "Continue" arrow if they wished to voluntarily
proceed with the study which acted as informed consent.
Instruments
Each following subsection offers a brief explanation of the variables that were assessed in
this research, including previous applications of the scales, adaptations from previous research,
sample items, and evidence of reliability using Cronbach’s alpha measurement from preceding
studies. Along with the 34 scale items that were utilized in this study to measure participant
perceptions of their career self-efficacy, outcome expectations, interests and goals, barriers,
advancement opportunities, and human and social capital, participants were also asked to provide
demographic information (Appendix B). Participant demographics were utilized to assess
relationships between variables and included participant age, race, sex, current level in college,
sport/leisure employment status, and years of related experience. Demographic questions were
asked at the end of the survey. The following sections highlight all measures that were utilized in
the research survey.
Established Measures
Vocational research employing SCCT is most often quantitative in nature, and participant
perceptions regarding cognitive-personal variables (i.e., self-efficacy, outcome expectations, and
choice goals and interests) are generally collected using scale-type items (Lent & Brown, 2006).
As noted by Kaminsky and Behrend (2015), previous social cognitive researchers (e.g., Lent &
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Brown) have argued that the measurement of each variable in a study should correspond with the
choice criterion (e.g., career, educational goals). Consequently, universal scale items used to
measure self-efficacy, interests, choice goals, outcome expectations, and barriers and supports
are not readily available. The ever-changing scale items, lengths, and anchors can be both
beneficial and detrimental to social cognitive researchers. While the lack of universal scales
gives researchers the opportunity to design and implement scales that are directly related to areas
of interest rather than forcing the fit of an alternative scale, the development of scales items can
be difficult, tedious, and time consuming, and may not, after creation, fit the data effectively.
Though no two SCCT scales are exactly alike, many researchers use common stems or phrases to
create scale items. The scale items utilized in this research were chosen due to the proven
reliability of the measures in a sport-based setting and the ease of wording adjustments to
account for the application of the scales to sport and leisure management. All items were
measured using a five-point Likert-type scale from zero (strongly disagree) to four (strongly
agree). The following sections will explore the use of scales as they relate to the central tenants
of SCCT.
Self-Efficacy
Designed to measure students confidence in their ability to complete math-related college
courses with a grade of “B” or better, Betz and Hackett (1983) created the mathematics course
self-efficacy scale. Also used by Lent et al., (2001) to measure self-efficacy of math and science
courses, participants were asked to rank their confidence level on a 10-point scale ranging from
zero (no confidence) to nine (complete confidence). To apply the measures to career-based selfefficacy Kaminsky and Behrend (2015) adapted the scale items to reference participant’s chosen
vocations. For example, participants who identified as lawyers were asked to rate their perceived
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ability to “represent clients in court of before government agencies” on a six-point Likert-type
scale ranging from zero (not confident at all) to five (strongly confident). Existing literature also
supports the use of phrases such as “I am confident I could excel as a (insert job title) of (insert
organization)” to measure self-efficacy with respect to a specific career choice (e.g.,
Cunningham et al., 2007).
For the purposes of this study self-efficacy was measured using six scale items adapted
from Van Vianen (1999) and Cunningham et al. (2005). Using a five-point Likert-type scale
ranging from one (strongly disagree) to four (strongly agree), participants were asked a variety
of questions relating to their perceived self-efficacy or ability in relation to an occupation in
sport in leisure in which they were interested. Sample scale items included “I am capable of
learning the skills needed for a job in the sport/leisure industry” and “I expect I can perform well
in a job in the sport/leisure industry” (Table 1). During initial scale development the internal
consistency of this measure was .82 (Cunningham et al., 2005; Van Vianen, 1999).
Table 1
Survey Items, Reliability Coefficients, Means, and Standard Deviations*
Construct
Self-efficacy
(Cunningham et al.,
2005; Van Vianen,
1999)

Items
I expect I can perform well in a job in the sport/leisure industry
I have self-assurance that I could earn a position within the
sport/leisure industry
Because of my capabilities, I expect I can earn a position
within the sport/leisure industry
I am capable of learning the skills needed for a job in the
sport/leisure industry
I am confident I could successfully work within the sport and
leisure industry
The work I would do in the sport/leisure industry would be
very difficult for me (R)

α
.73

M

SD

3.33
3.21

.81
.88

3.18

.79

3.60

.57

3.50

.69

2.41

1.2
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Table 1, Continued
Construct
Outcome
Expectations
(Bandura, 1986;
Cunningham et al.,
2005)

Interests and Goals
(Cunningham et al.,
2005)

Barriers
(Cunningham et al.,
2005)

Advancement
Perceptions
(Cunningham et al.,
2005)

Items
Entering the sport/leisure industry would mean . . .
Self-evaluative
The opportunity to continue to be around sport and leisure
activities
Satisfaction from being in the sport/ leisure environment
Many benefits associated with sport and leisure
Power
A good salary
Power in my job
The ability to hold a position of authority
Interests
Entering the sport/leisure industry following graduation is
something that interests me
Working in the sport/leisure industry does not really interest me
(R)
Working in the sport/leisure industry following graduation
would be an interesting option for me
I have no interest working in the sport/leisure industry once I
graduate (R)
Goals
I intend to enter the sport/leisure industry following graduation
I will try to enter the sport/leisure industry following
graduation
Entering the sport/leisure industry following graduation is
something I plan to do
I intend to work somewhere other than the sport/leisure
industry following graduation (R)

α
.72

It is possible I will be treated differently within the sport/leisure
industry because of my...age, sex, race
I anticipate facing discrimination in the sport/leisure industry
based on my...age, sex, race
I do not foresee being treated differently in the sport/leisure
industry based on my... ...age, sex, race (R)

.62

Within the context of the sport/leisure industry, I feel as if I
would.
Be promoted quickly (R)
Have a hard time advancing in the profession
Have several opportunities for career advancement (R)
Have few chances to ‘get ahead’

.62

M

SD

3.5

.64

3.5
3.36

.64
.78

2.56
2.50
2.51

.98
.88
.99

3.41

.75

2.96

1.04

3.4

.74

3.00

1.04

3.36
3.43
3.28

.86
.80
.90

2.45

1.14

2.04

1.23

1.98

1.18

1.76

1.23

1.61
1.75
1.30
2.03

.91
.91
.93
.95

.75

.74

.89
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Table 1, Continued
Construct
Human Capital
(Cunningham et al.,
2005)

Social Capital
(Cunningham et al.,
2005)

Items
I have sufficient previous experience to enter the sport/leisure
industry
I have the training to enter the sport/leisure industry
My educational background has prepared me for a job in the
sport and leisure industry

α
.80

I feel as if I have sufficient contacts to help me in entering the
sport/leisure industry
I have a large enough network of contacts to make entering the
sport/leisure industry possible
I do not have the contacts to help me earn a job in the
sport/leisure industry (R)
I feel as if I know enough people in the field to obtain a
position within the sport/leisure industry

.82

M

SD

2.55

1.10

2.63
2.87

1.11
.93

2.49

1.06

2.32

1.10

2.18

1.21

2.42

1.01

Note. *measured on a scale from 0-4

Outcome Expectations
Similar to self-efficacy scales, measures of outcome expectations are study-specific
because outcome expectations are dependent on the respective research, and the economic,
social, and cultural differences between participants (Turner et al., 2019). For example, Lent et
al. (2003b) utilized a 10-item scale that includes positive outcomes that could occur as a result of
earning a degree in engineering (e.g., “earn an attractive salary,” “get respect from other people”;
p. 460). Based on each item participants were asked to rate their level of agreement with each
statement on a 10-point scale ranging from zero (strongly disagree) to nine (strongly agree).
Again adapting scales from previous literature, Kaminsky and Behrend (2015) assessed career
outcome expectations with an eight-item scale using stems of “doing/becoming...will be/allow
me to...” such that “becoming a (insert job title) will cause me to earn an acceptable salary” (p.
390). Then, using a six-point Likert-type scale ranging from zero (strongly disagree) to five
(strongly agree), participants were asked to rate their level of agreement with each statement.
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In accordance with Cunningham et al. (2005), outcome expectations were broken down
into two sets of three scale items both measured using a five-point Likert-type scale ranging from
one (strongly disagree) to four (strongly agree). Rather than measuring outcome expectations
with scenario questions of “if I do something, something else will happen” used by Kaminsky
and Behrend (2015) and Lent et al., (1994), participants were asked to consider the following
anchor: “entering the sport/leisure industry would mean...” as they chose a level of agreement
from zero to four for all six items. The self-evaluative section of the survey, made up of three
scale items, was designed to measure a participant's satisfaction with within sport and leisure and
included phrases such as “satisfaction from being in the sport/leisure environment.” The
reliability estimate of sport and leisure satisfaction using these scales was .84 (Cunningham et
al., 2005; Van Vianen, 1999). The three items within the outcome expectations section designed
to measure power followed the phrase “entering the sport/leisure industry would mean...” and
included expressions such as “a good salary” and “power in my job.” The Cronbach’s alpha of
power-related scale items was .74. Though not an extremely high measurement, the internal
consistency reliability was still within an acceptable range (Taber, 2018).
Interests
Previous social cognitive researchers have frequently assessed interests using a 5-point,
Likert-type scale range wherein participants are asked to evaluate their level of interest with a
specific task. Lent et al. (2008) asked participants to indicate their level of interest in computing
activities with a five-item scale with a rating system of one (very low interest) to five (very high
interest). Others, such as Kaminsky and Behrend (2015), asked participants to indicate interest
levels of career-specific tasks using a five-point Likert-type scale ranging from zero (strongly
disagree) to four (strongly agree).
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Developed by Cunningham et al. (2005) specifically to measure vocational interests in
sport and leisure, the interests section of the survey consisted of four items, two of which were
reversed scored. Using a five-point Likert-type scale ranging from one (strongly disagree) to
four (strongly agree) students were asked to indicate their level of agreement with phrases such
as “working in the sport/leisure industry following graduation would be an interesting option for
me” and “I have no interest working in the sport/leisure industry once I graduate” (reverse
scored). Cunningham et al. (2005) indicated that the internal consistency of this measure was
within the acceptable range (α=.86).
Goals and Intentions
Data concerning choice goals, also known as intentions, has been collected in a very
similar fashion to the aforementioned variables. Though Lent et al. (2001) employed a 7-point
scale ranging from one (extremely unlikely) to seven (extremely likely) to measure course
enrollment intentions, Lent et al. (2008) utilized a five-point Likert-type scale ranging from one
(strongly disagree) to five (strongly agree), as do Kaminsky and Behrend (2015). Concerning
career development, statements in this category might include “I intend to apply for a job
relevant to becoming a/an (insert job title)” (Kaminsky & Behrend, 2015).
In this study choice goals, or intentions, were measured using four items developed by
Cunningham et al. (2005). Using a five-point Likert-type scale ranging from one (strongly
disagree) to four (strongly agree) participants were asked about their intent or plan to behave a
certain way relation to sport and leisure employment. Phrases in this subsection included “I
intend to enter the sport/leisure industry following graduation” and “I will try to enter the
sport/leisure industry following graduation.” The internal consistency of this measure as reported
by Cunningham et al. (2005) was high (α=.91).
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Barriers and Supports
Though barriers and supports are not present in all social cognitive studies, the collection
of environment-based variables is comparable to all other variables. Lent et al. (2001) separated
barriers and supports into four clusters of (a) social and family influence (e.g., discouraging
comments from family members); (b) financial concerns (e.g., not enough money to afford
needed resources); (c) instructional barriers (e.g., poor-quality instruction); and (d) gender and
racial discrimination (e.g., unfair treatment based on gender). Using a five-point scale based on
likelihood of experiencing each statement, researchers asked participants to rate each area on a
scale ranging from one (not unlikely at all) to five (extremely likely). While Lent et al. (2001) did
not address career development, similar statements can be used to identify the barriers and
supports that individuals perceive during with respect to their vocational interests, goals,
outcome expectations, and self-efficacy.
Based on the work of Cunningham et al. (2005) the contextual barriers and supports
section of the survey was divided into four sets of scale items. The first, discrimination, was
measured using three items including “It is possible I will be treated differently within the
sport/leisure industry because of my age, race, or sex” and “I anticipate facing discrimination in
the sport/ leisure industry based on my age, race, or sex.” Participants were asked to indicate
their level of agreement for each of the scale items using a five-point Likert-type scale ranging
from one (strongly disagree) to four (strongly agree). The Cronbach’s alpha of discrimination
related scale items has been measured around .90, illustrating high consistency.
Previously adapted from Wallace (2001), four scale items were used to measure
participant perceptions of advancement opportunities. Using a five-point Likert-type scale
ranging from one (strongly disagree) to four (strongly agree) participants were asked to consider
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the phrase “within the context of the sport/leisure industry, I feel as if I would...” and indicate
their level of agreement with four phrases including “have a hard time advancing in the
profession” and “have few chances to ‘get ahead.” The internal consistency of this measure as
reported by Cunningham et al. (2005) was acceptable (α=.75).
The first support-based measurement was human capital and included concerns related to
education, training, and experience (Cunningham & Sagas, 2002; Nordhaug, 1993), Most closely
related to the instructional barriers subset created by Lent et al. (2001), the three-item measure
utilized a five-point Likert-type scale ranging from one (strongly disagree) to four (strongly
agree) and included items such as “I have the training to enter the sport/leisure industry” and
“my educational background has prepared me for a job in the sport and leisure industry.” As
described by Cunningham et al. (2005) the reliability estimate of this measure was acceptable
(α=.77).
The fourth and final subset of barriers and supports was social capital and “is concerned
with the contacts one has that contribute to success in and access to in an industry,”
(Cunningham et al., 2005, p. 129). The four items used to measure social capital utilized a fivepoint Likert-type scale ranging from one (strongly disagree) to four (strongly agree). Students
were asked to indicate their level agreement with statements such as “I feel as if I have sufficient
contacts to help me in entering the sport/leisure industry,” and “I feel as if I know enough people
in the field to obtain a position within the sport/leisure industry.”
Additional Variables
As illustrated by SCCT, individuals may have unique career development processes
depending on their diverse characteristics and experiences (Byars-Winston & Fouad, 2008;
Gainor & Lent, 1998; Inda et al., 2013). As such, information related to age, race, sex, college
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level, sport and leisure employment status, and years of related experience was collected and
utilized to determine whether or not relationships between demographic characteristics and
SCCT tenants existed.
Data Analysis
Before any statistical analyses occurred, a variety of concerns related to the data set were
addressed. First, the data were imported from Qualtrics into SPSS 27. After importation the
primary investigator screened the data for missing responses, outliers, multicollinearity, and
linearity, which had the potential to influence the results of the analysis and the generalizability
of the data (Suhr, 2006).
Following an inspection of data for completeness, descriptive statistics were calculated,
including means, standard deviations, and correlations between variables. Next, the internal
consistency of the measurement scales was calculated using Cronbach’s alpha. Created in 1951
to gauge the internal consistency of a scale or test, Cronbach’s alpha is the most widely used
measure of reliability (Tavakol & Dennick, 2011). Reliability (i.e., internal consistency) “refers
to the extent that all items on a scale or test contribute positively towards measuring the same
construct” (Howard, n.d.). Especially useful for measuring latent variables that cannot be
observed by researchers, establishing acceptable reliability scores between .60 and .90 is
important for ensuring the consistency of instruments (Nunnally & Bernstein, 1994; Taber,
2018). Defined by Heale and Twycross (2015) as “the extent to which a concept is accurately
measured,” validity of the instruments was also calculated to ensure the scale items were
evaluating the correct constructs.
Because previous researchers have noted that person-input variables may influence
participant perceptions of cognitive-person variables (e.g., Navarro et al., 2007; Wells & Kerwin,
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2017), both a multivariate analysis of variance (MANOVA) and a multivariate analysis of
covariance (MANCOVA) were employed to determine if race and gender or years of prior work
experience exerted influence on the SCCT variables in question, specifically highlighting People
of Color, White males, and women. According to Rencher (2002), a multivariate analysis of
variance should be used to explore and measure the strength of the relationships between several
categorical independent variables and several scaled dependent variables. In this case, the
association between person-input variables (i.e., sex and gender) and cognitive-person variables
(i.e., self-efficacy, outcome expectations, supports, barriers) was tested to determine if
perception differences between participant groups existed. Though MANOVA and MANCOVA
tests indicated whether or not significant relationships existed between the variables in question,
results of the tests did not denote where the linkage was (Lin, n.d.). In order to ensure an accurate
and thorough examination of the data (Yu & Chick, 2010), post-hoc analyses were applied as
needed and included one way analysis of variance tests (ANOVA).
Chapter Summary
Chapter three described the research design, sampling method, data collection procedures
of the proposed study. This chapter also outlined the suggested instruments and data analyses
that will be used to test the research hypotheses. Chapter four will detail results of the study and
chapter five will consist of a discussion of the research findings, implications and limitations of
the study, and future recommendations for related studies.

58

CHAPTER IV
RESULTS
Study Results
Chapter four explores the results of the proposed research methods including data
collection protocol, assumption testing, descriptive statistics, and outcomes of several
MANOVA, MANCOVA, and ANOVA analyses. This chapter also answers the proposed
research questions and offers a possible alternative variable to explore the SCCT-related
perceptions of sport and leisure management students.
Exploratory Data Analysis
Following the proposed methodology, Institutional Review Board Approval was issued
for this research before data collection began (Appendix C). The survey was examined by two
faculty members specializing in sport and leisure management undergraduate education. No
significant concerns with survey format or individual items were acknowledged.
Three pre-identified faculty members from separate universities were identified as
distributors of the survey. First, the distributors were contacted via email to confirm
participation. Then, one preformatted email per week for five weeks was sent to the distributors
for easy forwarding to their respective student bodies. Faculty members were instructed to
forward each weekly email to their students within 24 hours of reception.
Exploratory Data Analysis (EDA) was utilized to uncover potential issues with the data
set, specifically those related to missing responses, outliers, multicollinearity, and linearity
(Filliben & Heckert, 2012). Additionally, EDA was used to address the assumptions associated
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with multivariate analysis of variance (MANOVA) and multivariate analysis of covariance
analyses (MANCOVA). Worth noting, the following research utilized a significance level of
α=.05, following recommendations from related research (e.g., Cunningham et al., 2003, 2005).
According to results of the Qualtrics survey, 128 total responses were initiated by participants.
Of the total, 14 responses were labeled as “in progress” and an additional 12 responses were
missing various item answers. All 26 partial responses were removed from the data set to ensure
completeness, leaving 102 complete responses for analysis. Individual scale items were
combined into composite construct scores by computing the means of each scale and subscale,
resulting in 12 variables of concern to this research. Of specific interest to the MANOVA and
MANCOVA analyses were the Gender, Race, Prior Experience, Self-Efficacy, Outcome
Expectations, Barriers, and Supports variables.
Demographics
Descriptive statistics revealed that 69% of participants (70) were male and 31% were
female (Table 2). Based on previous data concerning sport and leisure management students
(e.g., Chen et al., 2013; Moore et al., 2004; Schwab et al., 2013) this figure was representative of
the known student body. Nearly half (45%) of participants identified as People of Color (i.e.,
African American or Black, Asian, Hispanic or Latino, American Indian, and Native Hawaiian
or Pacific Islander), while the remaining 55% identified as White. Participants ranged in age
from 18 to 25 years old with a mean age of 20.9 years old, and all 101 identified as
undergraduate students (Table 2). The majority of students (66%) had at least one year of
previous experience in sport employment, but 66% of respondents were not currently employed
in sport or leisure management occupations. Most students reported that they had two plus years
of sport and leisure work experience (37%), followed by no prior experience (34%), one plus
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years of experience (18%), three plus years of experience (8%), and four plus years of
experience (4%).
Table 2
Participant Descriptives
Variable
Gender-Race Groups

Groups
White male
Male POC
White female
Female POC
Total

ƒ
33
37
23
8
101

%
32.7
36.6
22.8
7.9
100.0

Cumulative %
32.7
69.3
92.1
100.0

Prior Work Experience

No prior experience
(0 years)
1+ years
2+ years
3+ years
4+ years
Total

34

33.7

33.7

18
37
8
4
101

17.8
36.6
7.9
4.0
100.0

51.5
88.1
96.0
100.0

Employment Status
Not employed
Currently employed
Employed via
internship
Other: track
Total

67
20
13

66.3
19.8
12.9

66.3
86.1
99.0

1
101

1.0
100.0

100.0

Freshman
Sophomore
Junior
Senior
Total

20
20
29
32
101

19.8
19.8
28.7
31.7
100.0

19.8
39.6
68.3
100.0

18
19
20
21
22
23
24
25
Total

7
18
15
21
23
10
6
1
101

6.9
17.8
14.9
20.8
22.8
9.9
5.9
1.0
100.0

6.9
24.8
39.6
60.4
83.2
93.1
99.0
100.0

Class Standing

Age

61
Reliability and Validity
A reliability analysis was performed on all subscales to ensure consistency. The SelfEfficacy (α=.73), Outcome Expectations-Satisfaction (α=.72), Outcome Expectations-Power
(α=.75), Interests (α=.74), Goals (α=.89), Barriers (α=.62), Supports-Human Capital (α=.80),
and Supports-Social Capital (α=.82) constructs exhibited acceptable reliability (Hair et al.,
2010). While the reliability value for the Barriers subscale was not as high as previously
reported by Cunningham et al., 2005, the computed alpha is of acceptable use to the forthcoming
analyses (Perry et al., 2004). The reliability coefficients, means, and standard deviations for each
item were reported in Table 1.
Validity tests were performed to determine if the subscales were measuring respective
concepts accurately, also known as construct validity (Heale & Twycross, 2015; Ursachi et al.,
2015). No significant inter-item correlation concerns were identified within the Outcome
Expectations-Satisfaction, Outcome Expectations-Power, Interests, Goals, BarriersDiscrimination, Supports-Human Capital, and Supports-Social Capital subscales, as all scalespecific items were significantly correlated at the p<.01 and p<.05 levels. The validity of the
Barriers-Advancement subscale was questionable, though not unacceptable. While two of the
items in the subscale were significantly correlated (p<.01), the others were not. According to
Bollen (1989), content validity is “a qualitative type of validity where the domain of the concept
is made clear and the analyst judges whether the measures fully represent the domain” (p. 185).
Within the available previous examinations utilizing Social Cognitive Career Theory, researchers
have indicated that the Barriers-Advancement indicators accurately and thoroughly addresses the
intended concepts (e.g., Cunningham et al., 2005). Thus, the best possible indication of validity
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within the context of this research affirmed that the subscale should not be eliminated and did
remain for further analysis (Drost, 2011).
Assumption Testing
The following additional assumptions were tested to ensure the data set was fit for
variance analysis and to increase generalizability (Suhr, 2006). Declared by Barnett and Lewis
(1994) as “an observation that appears to deviate markedly from other members of the sample in
which it occurs” (n.p.), outliers or contaminants should be identified to prevent the non-normal
distribution of data. Because this research utilized Likert-type scales limited to answers between
zero and four, the likelihood of extreme outliers was reduced (Liu et al., 2010). However, in
accordance with EDA, the data were screened for outliers using histograms, stem and leaf plots,
box plots, and skewness and kurtosis. A linear regression and Mahalanobis Distance test
illuminated one outlier at p=.0001 (Leys et al., 2018). The case (81) was removed to ensure
accurate analysis, leaving 101 responses for continued investigation.
While complete normality is demonstrated by skewness and kurtosis values equal to zero
(Field, 2009; Muzaffar, 2016), researchers have determined that skewness and kurtosis values
between -2 and +2 are acceptable for psychometric data analysis (George & Mallery, 2010;
Muzaffar, 2016). The items utilized in this research can be classified as psychometric because
the researcher could not directly measure the perceptions or interests of participants, and, instead,
relied on indirect assessments through a questionnaire to quantify participant attitudes (Vitoratou
& Pickles, 2017). Based on the normality values required for psychometric data analysis, each of
the dependent variables were found to be normally distributed between groups.
Predictor variables were screened for multicollinearity using Spearman’s Rank
Correlation Coefficient and variance inflation factor tests (VIF) (Daoud, 2017). The utilized
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analyses detected no concerning multicollinearity between dependent variables as correlation
coefficient values fell below .90 (Table 3) (Schober et al., 2018) and VIF statistics fell below 1.2
(Daoud, 2017). Spearman’s coefficient was chosen due the ordinal nature of Likert-type scales
(Schober et al., 2018). Linearity between dependent variables across the four groups of interest
was analyzed using a scatterplot matrix. For each of the independent-dependent variable pairs,
scatterplots were created and inspected to ensure linearity. All pairs were linearly related,
satisfying the linearity assumption as seen in Figure 1.
Table 3
Spearman’s rho Correlation Coefficients for Dependent Variables

Variable

1

2

3

1. Barriers

--

2. Supports

-.262**

--

3. Outcome Expectations

-.269**

.290**

--

4. Self-Efficacy

-.317**

.489**

.459**

N=101
** = p<.01 level (two-tailed)

4
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Figure 1
Scatterplot Matrix of Linearity of Gender-Race Groups
Levene’s Test for Equality of Variances (Levene, 1960) was utilized to investigate
possible variance across sample groups. While results of the aforementioned normality tests
indicated relatively normal data distribution, a visual inspection of variable histograms revealed
slight skewness. As a result of the underlying distribution, Levene’s Test based on median was
the optimal choice for interpretation due to its robustness against non-normal data while
preserving power (Filliben & Heckert, 2012). The test of equal variances across the four
variables highlighted by the research questions (i.e., self-efficacy, outcome expectations,
barriers, and supports) for four gender and race-related groups yielded p values of >.05. The
resulting significance levels revealed a lack of statistical significance and the homogeneity of
variance assumption was satisfied. Box’s Test of Covariance was also employed to explore
potential covariance. With respect to race and gender groups, Box’s test revealed significance
levels of >.05, reinforcing the lack of statistically significant variance.
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Statistical Analyses
Given the existing literature regarding sport and leisure management and previous
applications of Social Cognitive Career Theory, the follow research questions were proposed:
Q1

Will women and racial minority students in sport and leisure management degree
programs express lower feelings of self-efficacy associated with sport and leisure
employment than White male students?

Q2

Will women and racial minority students in sport and leisure management degree
programs express fewer outcome expectations associated with sport and leisure
employment than White male students?

Q3

Will women and racial minority students in sport and leisure management degree
programs perceive more barriers associated with sport and leisure employment
than White male students?

Q4

Will women and racial minority students in sport and leisure management degree
programs perceive fewer supports associated with sport and leisure employment
than White male students?

Using calculated composite variables, a multivariate analysis of variance (MANOVA)
was performed to determine if there were statistically significant differences in perceptions of
self-efficacy, outcome expectations, barriers, and supports between four groups: White males,
White females, males of Color, and females of Color. Box’s Test of Covariance revealed
variance could not be assumed (Box’s M=74.1, p<.001). As such, Pillai’s Trace was employed as
the main test statistic because of its robustness against assumption violations (Mertler &
Vannatta, 2002; Yu & Chick, 2010). Levene’s Test for Equality of Variances showed no
statistically significant variance (p>.24). Based on the multivariate analysis (Table 4) there were
significant perception differences between the four groups on a linear combination of the four
dependent variables of self-efficacy, outcome expectations, barriers, and supports
(Pillai’s Trace=.427, F [12,288]=4.0, p< .0005, partial multivariate η2= .14). The multivariate

66
η2= .14 specified that approximately 14% of the multivariate variance of the four
aforementioned dependent variables was related to the group factor.
Table 4
MANOVA Results for Gender-Race Influence on Combined Variable
Effect
Gender-Race

Pillai’s

Groups

Trace

F

Hypothesis dƒ

Error dƒ

Significance

η2

.427

12

288

.000**

.14

** = p<.0005 level

A series of univariate ANOVAs were computed to determine which individual variables
fluctuated between the four identified groups. The first analysis of variance indicated that there
was a statistically significant difference in reported perceptions between groups regarding
barriers (F [3,97]=11.5, p<.0001) and outcome expectations (F [3,97]=3.5, p<.05) as indicated in
Table 5. A Bonferroni post-hoc examination revealed that White females (mean score=2.13,
SD=.74, p<.0001), male POC (mean score=1.97, SD=.48, p<.001), and female POC
(mean score=2.40, SD=.50, p<.0001) perceived more employment-related barriers than White
males (mean score=1.43, SD=.49) at statistically significant levels (Table 6). The Bonferroni test
also revealed a statistically significant difference in outcome expectation scores between White
females (mean score=2.72, SD=.57) and male People of Color (mean score=3.14, SD=.51) at the
p<.05 level (Table 6). The ANOVA analyses revealed no significant differences between groups
on perceptions of self-efficacy and supports.
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Table 5
ANOVA Results for Single Dependent Variables Based on Gender-Race Group
Variable

Gender-Race Groups

SS

Self-Efficacy

Between Groups

1.33

Within Groups

Outcome Expectations

Barriers

Supports

* = p<.05 level

dƒ

MS

F

Significance

3

.443

1.54

.210

27.98

97

.288

Total

29.31

100

Between Groups

2.66

3

.887

3.32

.023*

Within Groups

25.96

97

.268

Total

28.62

100

Between Groups

10.54

3

3.51

11.5

.000**

Within Groups

29.54

97

.305

2

Total

40.08

100

Between Groups

1.62

3

.540

.836

Within Groups

62.73

97

.647

Total

64.35

100

.478

** = p<.0001 level

Table 6
Bonferroni Results for Group Differences on Significant Dependent Variables
Variable

Barriers

Outcome

Gender-Race

Gender-Race Groups

Mean Difference

Groups (I)

(J)

(I-J)

White male

White female

White female

Expectations
* = p<.05 level

** = p<.0001 level

SE

Significance

-.70119*

.14992

.000**

Male POC

-.53995*

.13215

.001*

Female POC

-.96576*

.21751

.000**

Male POC

-.41538*

.13736

.019*
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Based on results from the multivariate analysis (MANOVA) and a post-hoc analysis of
variance (ANOVA), the following answers to research questions one through four were
proposed. Regarding differences in perceptions of self-efficacy (i.e., research question one),
minority groups (i.e., White women, male POC, female POC) did not express lower feelings of
self-efficacy associated with sport and leisure employment than White male students at a
statistically significant level. With respect to research question two (i.e., differences in outcome
expectations), White females in sport and leisure management degree programs did express
fewer outcome expectations associated with sport and leisure employment than racial minority
male students at a statistically significant level, though no additional expectations differences
between groups were uncovered. Results corresponding to research question three (i.e., barrier
differences) outlined that Women and racial minority students (POC) in sport and leisure
management degree programs perceived more barriers associated with sport and leisure
employment than White male students at a statistically significant level. Finally, regarding
research question four (i.e., perceptions of supports) women and racial minority students (POC)
in sport and leisure management degree programs did not perceive fewer supports associated
with sport and leisure employment than White male students at a statistically significant level.
MANCOVA Results
Given that individuals with industry experience likely have different perceptions of
SCCT related constructs (e.g., Bandura, 1977; Hackett & Betz, 1981; Moran-Miller & Flores,
2011), a multivariate analysis of covariance (MANCOVA) was utilized to add Years of Prior
Experience as a second independent variable (i.e., covariate). Results of the MANCOVA
indicated that no additional variance related race and gender group identification could be
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explained (Pillai’s Trace=.42, F [12,285]=3.89, p<.0005, partial multivariate η^2= .14) after
controlling for years prior work experience (Pillai’s Trace=.291, F [4,93]=9.5,
p<.0005, partial multivariate η^2= .29).
Given that the addition of prior work experience did not explain additional variance, but
that the variable was highlighted as significant in the MANCOVA output, an ANOVA was
computed to assess the influence of prior years of work experience on feelings of self-efficacy,
outcome expectations, barriers, and supports as implied by the MANCOVA results. Results of
the analysis of variance, outlined in Table 7, revealed significant differences between groups for
supports (F [4,96]=8.6, p<.0001) and self-efficacy (F [4,96]=4.9, p<.001). Continued analysis
with the Bonferroni test exposed a statistically significant difference in perceived supports
between experience levels. Notably, participants with no prior work experience and those with
one plus years of experience did not exhibit statistically significant differences in feelings of
support. Students with two plus, three plus, and four plus years of experience also did not exhibit
statistically significant differences in perceived supports. However, students with no prior work
experience (F [4,96]=8.6, mean score=2.19, SD=.75) had statistically significant score
differences regarding support than those with two plus (F [4,96]=8.6, mean score=2.82, SD=.73,
p<.002), three plus (F [4,96]=8.6, mean score=3.04, SD=.54, p<.05) and four plus years of
experience (F [4,96]=8.6, mean score=3.5, SD=.31, p<.01). Additionally, students with one plus
years of work experience (F [4,96]=8.6, mean score=2.06, SD=.66) had statistically significant
score differences regarding support than those with two plus years of experience (F [4,96]=8.6,
mean score=2.82, SD=.73, p<.005), three plus (F [4,96]=8.6, mean score=3.04, SD=.54, p<.05),
and four plus years of experience (F [4,96]=8.6, mean score=3.5, SD=.31, p<.005).
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Table 7
ANOVA Results for Dependent Variables Based on Prior Work Experience
Variable

Prior Experience

SS

Self-Efficacy

Between Groups

5.0

Within Groups

dƒ

MS

F

Significance

4

4.25

8.61

.001*

24.31

96

.493

Total

29.31

100

Outcome

Between Groups

1.18

4

.296

1.04

.393

Expectations

Within Groups

27.44

96

.286

Total

28.82

100

Between Groups

.220

4

.055

.133

.970

Within Groups

39.86

96

.415

Total

40.08

100

Between Groups

16.99

4

4.25

8.6

.000**

Within Groups

47.35

96

.493

Total

64.349

100

Barriers

Supports

* = p<.05 level

** = p<.0001 level

Results of the analysis of variance also exposed significant differences between prior
experience groups for self-efficacy (F [4,96]=4.93, p<.001). Participants with no prior work
experience (F [4,96]=8.6, mean score=2.92, SD=.55) had statistically significant score
differences regarding self-efficacy than those with two plus (F [4,96]=8.6, mean score=3.35,
SD=.46, p<.05) and four plus years of experience (F [4,96]=8.6, mean score=3.71, SD=.25,
p<.05), meaning that the students with no experience had lower feelings of self-efficacy than
those with two plus and four plus years of experience. Though the prior experience variable was
not introduced in the research questions for this study, the influence it had on students’ feelings
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of self-efficacy and perceptions of support is worthy of discussion and further analysis. The
implications of this variable will be discussed in the following chapter.
Chapter Summary
Chapter four outlined the data collection method protocol, the Exploratory Data Analysis
process, and the results of analysis of variance assumption tests performed on the data set. This
chapter also reviewed statistical results from a variety of analyses designed to explore the
relationships between the cognitive-person and person-input variables of Social Cognitive Career
Theory (i.e., MANOVA, MANCOVA, ANOVA).
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CHAPTER V
DISCUSSION
Research Discussion
Chapter five explores the limitations and contributions of the present study considering
the context of previous Social Cognitive Career Theory Research. This chapter also provides
possible explanations for analysis results and suggests future directions for related research lines.
Finally, this chapter offers practical applications for faculty and staff members, advisors,
mentors, and employees in the sport and leisure management sectors.
Limitations and Contributions
While this study focused on the perceptions of sport and leisure management students
and met the minimum sample requirement for analysis, the employed sample of 101 students
was not a perfect representation of the overall sport and leisure management student body.
Though this research attempted to garner responses from several universities in different areas of
the United States to increase the generalizability of data, a lack of identifying information made
determining perceptions based on geography difficult. The anonymity of the responses also
prevented the collection of identifying information related to potential repeat participants.
Additionally, the sample utilized in this research was derived from convenience rather than
random sampling due predominantly to participants access (Jager et al., 2017). The lack of true
random sampling may have had an influence on the generalizability of the study results (Kalof et
al., 2008).
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An added limitation of this research was that it relied heavily on faculty volunteers to
distribute survey links. While the faculty distributors were asked to follow protocol by sending
the preformatted email and survey link to students once a week for five weeks, it cannot be
determined if they adhered to the requested guidelines. A deviation in the proposed protocol may
have influenced potential participation and may be a concern for the replicability of this research
(Nielsen, 2011). Furthermore, as with any electronic data collection, it was nearly impossible to
control the environment in which the students took the survey (Regmi et al., 2016). Ideally,
students would have given the survey their full attention in an environment free from distraction,
but the electronic data collection methods could not ensure this type of control. While requesting
survey participants several times was proposed as the most effective method for increasing
response rates, the repeated emails could have been perceived as annoying or overbearing to
some participants.
The reliability of the Barriers subscale was a significant limitation to this study. Despite
the items being successfully applied to similar but alternative populations (e.g., Cunningham et
al., 2005), the reliability and validity values within the context of this research should be of note
(Nunnally & Bernstein, 1994). Based on the scores for each item and for combined subscales, it
appeared that the wording and reverse scoring of the items convoluted the data collection and
analysis. In the future it is recommended that the scale items be (1) adjusted to improve
understanding or (2) separated from one another to encourage improved comprehension and
attention from participants (Regmi et al., 2016).
Alternatively, a strength of this research was that the electronic nature of the survey
allowed for participation beyond the confines of geography, permitting responses from students
that would have been unable to respond otherwise (Vogt et al., 2012). The electronic nature of
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the study also provided ease of data collection and exportation into the appropriate statistical
software (Vogt et al., 2012). As noted in previous sections, the effectiveness and convenience of
electronic data collection made it the primary choice for investigating several student bodies at
one time (Andrew et al., 2011; Jager et al., 2017).
A significant contribution of this study was the application of SCCT and related variables
to a population that has not been widely investigated. Though the results of the study were
mixed, the demographic information alone offered insight into a student body that has long been
overlooked in research and data collection procedures (Barnhill et al., 2017). The introduction of
the prior experience covariate added an alternative layer to the discussion regarding the
development of self-efficacy and feelings of support for undergraduate sport and leisure
management students. The application of Social Cognitive Career Theory variables to this type
of population effectively opened the door to further studies regarding undergraduate career
development, specifically in sport and leisure management where gender and race diversity are
of great concern (Stowe & Lange, 2018).
Discussion
Descriptives
Results of the data descriptives (see Table 2) showed that the gender makeup of
participants was relatively similar to figures reported by similar research (e.g., Chen et al., 2013;
Jones et al., 2008). In 2004, for example, Moore et al. found that females represented 31% of
undergraduate sport management students, and in 2013 Schwab et al. denoted that 30% of
undergraduate students in parks, recreation, and tourism departments were female. In line with
these previous findings, descriptive results revealed that 31% of undergraduate respondents were
female. Though many years have passed since the publication of the aforementioned studies,
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results of the present study suggested that enrollment rates for women in sport and leisure
management degree programs have not improved significantly. Nearly half of participants (45%)
reported being a member of a racial minority group (i.e., Person of Color). In 2017 Barnhill et al.
advised that, across 12 universities, 28% of enrolled students were People of Color and 66%
were White. While the sample in this research was much smaller (101 versus 461) the increase in
enrollment figures for racial minority groups in sport and leisure management was promising.
Despite the lack of increase in women’s enrollment, the growth associated with POC in
sport and leisure management degree programs was a better reflection of the racial diversity
present in sport fandom and participation (Chen et al., 2013). This increase in racially diverse
enrollment may be explained by the attempts of professional and college organizations to
increase workplace diversity, meaning that racial minorities are being hired in high profile
positions. For young POC interested in sport employment, these hirings likely do not go
unnoticed and may contribute to the development of self-efficacy through vicarious learning
experiences. The addition of demographic information (i.e., age, class standing, years of prior
work experience, current employment status) contributed to the overall understanding of who
students in sport and leisure management are, filling gaps noted by previous researchers
(Barnhill et al., 2017).
Constructs
During the reliability and validity examinations the Barriers subscale became a possible
concern due to low reliability and statistical validity. Interestingly, the Barriers-Advancement
subscale was the most problematic and housed two reverse-scored items with seemingly
imprecise and complex language. While theoretical implications from Cunningham et al. (2005)
were substantial enough to support retaining the scale for analysis (Drost, 2011), future
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researchers in this area should be cognizant of potential adjustments to increase reliability and
validity.
Results of first multivariate analysis of variance (MANOVA) highlighted a statistically
significant difference in scores between the four groups (i.e., White males, White females, males
of Color, & females of Color) on a linear combination of the four dependent variables of selfefficacy, outcome expectations, barriers, and supports (see Table 4). Results of the corresponding
analysis of variance implied that there were no statistically significant differences between
groups for feelings of self-efficacy or support, the constructs mentioned in research questions
one and two of this study. Current results did not align with previous researchers who
emphasized gender and/or race as predictors of feelings of self-efficacy (e.g., Byars-Winston &
Fouad, 2008; Byars-Winston et al., 2010; Cunningham et al., 2007; Gainor & Lent, 1998; Inda et
al., 2013; Luzzo & McWhirter, 2001). Results did, however, reflect the findings of Wells and
Kerwin (2017), which indicated that there were no significant differences in feelings of selfefficacy for women and racial minority participants. While the population utilized in this
research (i.e., undergraduate students) was certainly not the same as the population utilized by
Wells and Kerwin (2017) (i.e., senior athletic administrators) the implication that gender and
race identification do not negatively influence feelings of self-efficacy related to sport and
leisure employment was a positive one. Hopefully, these recent results were an indication that
self-efficacy is no longer a significant obstacle to sport and leisure employment and academic
choice for women and racial minorities.
Perceptions of support was the second variable to show no significant variance between
groups. The research question proposed by this study suggested that, because women and racial
minorities perceive more barriers to educational and vocational entry (e.g., Allison, 1999;
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Anderson & Shinew, 2001; Arnold & Shinew, 1997; Bower, 2008; Bower & Hums, 2003;
Bower et al., 2006; Hobart, 2010; Willer, 2002), they would likely perceive fewer supports to
entry. Based on the results of the present study, which showed significant group differences for
barriers but not supports, the two constructs may not be as interconnected as implied by previous
researchers. More simply, results denoted that a perceived lack of support is not an indication of
a perceived increase in barriers and vice versa, meaning causation could not be proved. With the
exception of the Barriers-Advancement scale, the mean score for the combine support scales
(2.52) was lower than the mean scores for all other constructs. Despite the lack of dissimilarity in
support perceptions across gender and racial groups, the moderately low mean score illuminated
the poor social and human capital support perceived by all undergraduate students in sport and
leisure management; respondents did not feel as though their training, education, and network
contacts prepared them for a job in sport and leisure. In terms of practical applicability, the low
score emphasized a need for faculty and staff members, advisors, and mentors to focus on
employment training and network development to better prepare future graduates in sport and
leisure management programs.
Upon further inspection of variance tests (ANOVA), mean scores were found to differ
significantly for two of the four variables: barriers and outcome expectations. With respect to
outcome expectations, statistically significant differences existed between White females and
male POC, meaning that White females perceived fewer outcome expectations than male POC.
Researchers within SCCT have outlined that women and racial minorities tend to express fewer
positive outcome expectations related to career choice (Catraio, 2011; Cunningham et al., 2007;
Wells & Kerwin, 2017). Results of the present study offer a different perspective, wherein
gender was a significant predictor of outcome expectations but race was not. The significant
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difference between White females and male POC partially satisfies the inquiries made in
research question two, though not in the anticipated fashion. Interestingly, female POC
respondents perceived more outcome expectations (mean score=3.15) than all other groups.
However, because of the small sample size for female POC (8) the accuracy of the estimate was
unreliable (SE=.20). Though the outcome expectations for female POC could not be reported as
significant, the high mean scores for that group offered an alternative direction for discussing
which person-input variables (i.e., gender, race) were the most significant indicators of outcome
expectations.
The second and final statistically significant difference in the ANOVA existed within the
barriers variable. Namely, White females, female POC, and male POC perceived more
employment related barriers than White males at statistically significant levels (see Table 6). In
line with previous research in sport and leisure (e.g., Cunningham et al., 2005) and diverse racial
populations (e.g., Luzzo & McWhirter, 2001; McWhirter, 1997; McWhirter et al., 2007), results
of the present study indicated that the person-input factors of race and gender did exert influence
on feelings of employment-related barriers. Researchers have suggested that women and racial
minorities perceive more barriers related to education and vocation, including entry and success
(e.g., Allison, 1999; Anderson & Shinew, 2001; Arnold & Shinew, 1997; Bower, 2008; Bower &
Hums, 2003; Bower et al., 2006; Hobart, 2010; Willer, 2002), environmental disconnection
(Smedley et al., 2003), and “chilly climate” experiences (Hall & Sandler, 1982; Morris et al.,
2019). This research affirmed prior investigations of barrier perceptions for minority groups,
suggesting that inherent racial and gender characteristics did influence perceptions of vocational
obstacles; this finding completely fulfilled the question posed in research question three.
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Results of MANCOVA procedure detailed a significant difference between groups on
feelings of self-efficacy, outcome expectations, barriers, and supports based on group
identification (i.e., race and gender) and years of prior work experience (i.e., 0 years, 1+ years,
2+ years, 3+ years, 4+ years). In order to investigate possible relationships further, an additional
ANOVA was used to assess dependent variable differences based specifically on years of prior
work experience. Results delineated a significant relationship between prior work experience and
two dependent variables: self-efficacy and support (see Table 7).
According to Social Cognitive Career Theory, self-efficacy is developed through a
variety of learning experiences or channels, including vicarious learning and performance
accomplishments (Bandura, 1977; Hackett & Betz, 1981). While researchers have stated that
men are given more opportunities than women to participate in efficacy-building experiences
(e.g., Maccoby & Jacklin, 1974; Tsai et al., 2016), it may also be that general exposure to selfefficacy building experiences positively influences feelings of self-efficacy. Though it’s correct
to assert that women and racial minorities tend to have less access to learning opportunities (e.g.,
Lapchick, 2019; Sartore & Cunningham, 2012; Walker & Bopp, 2010), the results of this
research indicated that students with more years of work experience had higher feelings of selfefficacy. Particularly, students with two plus and four plus years of sport and/or leisure
management work experience had significantly higher feelings of ability than those with zero
years of experience. Simply put, although minority groups have fewer chances on average to
engage in self-efficacy building situations, feelings of self-efficacy can grow based on time and
exposure to employment experiences in sport and leisure. In conflict with the current study,
Moran-Miller and Flores (2011) indicated that the development of coaching self-efficacy was
negatively and significantly influenced by working hours as a barrier for NCAA female athletes.
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Wells and Kerwin (2017) affirmed that “an individual’s perception of available resources
and opportunity structures is derived from cultural, material, physical, and social features of the
environment” (p. 129), also known as person-input or contextual and environmental factors in
SCCT research. Investigators have stated that contextual and environmental factors are
accompanying variables of vocational development that influence behavior, including
observations of opportunities, training, education, resources, and workplace involvement. In the
context of SCCT research in sport and leisure specifically, these factors are known as supports.
Perceptions of supports for study survey respondents varied significantly based on years of prior
work experience. Students with zero or one plus years of experience exhibited similar
perceptions of supports, as did those with two plus, three plus, and four plus years of experience.
Interestingly, students with more experience (i.e., two plus, three plus, and four plus years)
perceived more support than those with less experience (zero and one plus years). Once again
results of this study insinuate that exposure to the workplace had a significant impact on the
general perceptions of students, and, in this case, feelings of support.
Given the influence of work experience on perceptions of ability (i.e., self-efficacy) and
supports, faculty and staff members, advisors, and mentors in sport and leisure management
should encourage students to seek out sport employment as early as possible in their academic
journey. If younger students have access to sport employment sooner, their perceptions regarding
self-efficacy and supports may increase. As a result, they may feel better prepared to enter the
workforce upon graduation because they have been exposed to vocational experiences that have
positively influenced their self-efficacy and support perceptions regarding sport and leisure
employment.
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The goals of the study were three-fold. First, the study sought to contribute to sport and
leisure management literature by examining the composition of current sport and leisure
management undergraduate degree programs by collecting demographic data from students
regarding their race, gender, and age. Results pertaining to this goal were mixed; some results
were relatively consistent with previous findings (e.g., enrollment based on gender), while others
offered an improvement to previously reported figures (e.g., enrollment based on race). Second,
this study sought to add to existing Social Cognitive Career Theory literature by applying the
theory to a population that has not been readily investigated by vocation or sport management
investigators. While two of the research questions from this study were not fulfilled, results
indicated that the application of SCCT to this population was an appropriate one. The content of
SCCT and specifically the variables set forth by Cunningham et al., (2005) fit the participant
groups effectively. Third, this research hoped to measure the perceptions of sport and leisure
management undergraduate students in an effort to better assist in their career development and
identify possible concerns related to equitable employment. By assessing the opinions of sport
and leisure management undergraduate students and identifying gaps in their perception
development, the results of this research can be used by faculty and staff members, advisors,
mentors, and employers to better assist in the development of feelings of self-efficacy, outcome
expectations, barrier coping, and supports.
Future Directions and Practical Implications
As noted in previous research, feelings of self-efficacy, outcome expectations, barriers,
and supports significantly influence vocational behavior (e.g., Cunningham et al., 2005, 2007;
Cunningham & Sagas, 2002; Inda-Caro et al., 2016; Lent et al., 2001; Liguori et al., 2018;
Turner et al., 2004; Wells & Kerwin, 2017). If undergraduate programs in sport and leisure want
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to produce industry-ready graduates, and if employers in sport and leisure want to hire industryready graduates, there are steps to better prepare students for vocational entry by focusing on the
development of self-efficacy, outcome expectations, barrier coping, and support
acknowledgement. Examples might include offering work experience opportunities to
underclassmen, organizing networking sessions to improve industry relationships, creating
mentorship programs, hosting training sessions for industry-related skills, and discussing career
development within the context of sport or leisure courses.
The theoretical and practical implications facilitated by the results of this research were
extensive and several future directions are possible. In addition to the practical implications
mentioned above, researchers might focus on the development of scale items to explore
academic choice behavior for students contemplating sport and leisure management degree
programs, specifically those from marginalized populations. An additional study might assess the
importance of gender and race identification on SCCT concepts with a much larger sport and
leisure management sample size. The development of self-efficacy and support perceptions over
time highlights the need for a longitudinal study to explore the perception development of the
same students over the course of their undergraduate career. A similar concept might be applied
to work experience, wherein a researcher might reexamine SCCT-related feelings for the same
individuals over the course of several years in sport and/or leisure employment as they work
toward degree completion. The pathways between dependent variables, though not of concern to
this study, are also worthy of continued inquiry. Future research may also account for the
influence of student socioeconomic status, school size, type, or conference, and program specific
initiatives on perceptions of SCCT. Finally, this research revitalized the investigation of sport
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and leisure management students in all facets and emphasizes the need to fill gaps in existing,
related literature.
As enrollment and employment in sport and leisure management programs and
occupations continues to grow (Degrees in Sport, n.d.; Lambert, 1999; U. S. Department of
Labor, Bureau of Labor Statistics, 2019; Zaharia & Kaburakis, 2016) there is an amplified need
to better understand the individuals within this unique sector. Examples of strategies to increase
understanding might include more thorough and specific labor statistics reporting and the
collection of demographic information of sport and leisure management students upon
enrollment. Despite sport and leisure being hugely prosperous and iconic pillars of our society
(Bairner, 2001), not enough has been done to understand and appreciate the students and
eventual employees that maintain them. This research hoped to reenergize the focus on
individuals in sport and leisure management to better assist in their career and academic
development to sustain the long-lasting success of sport and leisure in the United States.
Chapter Summary
This chapter discussed the results of the current study in comparison to relevant sport,
leisure, and Social Cognitive Career Theory research. Limitations, contributions, and future
directions were also explored. Finally, this chapter offered several practical implications to
improve the career development process for students in sport and leisure management programs.
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Career Development in Sport & Leisure: An Application of Social Cognitive Career Theory

This research is designed to examine the career development experiences of students in sport and
leisure academic programs. You must be at least 18 years old to participate. You will be asked to
provide information regarding your age, race, and career intentions, including perceived barriers
and goals. The completion of the consent form and questionnaire will likely last less than 15
minutes.
By agreeing to participate in this study you are allowing the researcher to use responses and
demographic information within a larger study regarding sport and leisure career development.
To protect your identity, your exact location and identifying demographic information will be
reported only in aggregate form. All data pertaining to this study will be privately stored and
housed in password protected computer files accessible only by the researcher and will be
deleted after three years.
The risks of this study are no greater than those normally confronted in a workplace or social
setting. The risks associated with your participation in this research are minor and improbable
due to the exclusion of identifying information and type of the questions you will be asked to
answer. The potential benefit of participating in this study is a contribution to your individual
knowledge of career development as well as a contribution to the body of knowledge regarding
women and People of Color in sport and leisure, specifically their career experiences and
intentions.
Because of the electronic nature of this study, complete confidentiality cannot be guaranteed. To
reduce possible risk associated with personal information, identifying information will be
reported only in aggregate form. Participation in this study is voluntary. If you begin
participation in the study and decide you no longer wish to participate, you can withdraw at any
time without consequence.
By continuing in this electronic study, you are agreeing that you have read and agree to the
aforementioned consent areas. A copy of this form can be requested for your records. If you have
any questions or concerns about the conduct of the researchers, please contact Nicole Morse,
Research Compliance Manager, Office of Research, Kepner Hall, University of Northern
Colorado Greeley, CO 80639; 970-351-1910.
Please click the arrow below to indicate informed consent and continue participation.
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1. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree):
Strongly
disagree

0

Strongly
agree

1

2

3

4

I expect I can perform well in a job in the
sport/leisure industry
I have self-assurance that I could earn a position
within the sport/leisure industry
Because of my capabilities, I expect I can earn a
position within the sport/leisure industry
I am capable of learning the skills needed for a
job in the sport/leisure industry
I am confident I could successfully work within
the sport and leisure industry
The work I would do in the sport/leisure industry
would be very difficult for me

2. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree) with reference to the following phrase:
Entering the sport/leisure industry would mean...
Strongly
disagree

0
The opportunity to continue to be around sport
and leisure activities
Satisfaction from being in the sport/leisure
environment
Many benefits associated with sport and leisure
A good salary
Power in my job
The ability to hold a position of authority

Strongly
agree

1

2

3

4
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3. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree):
Strongly
disagree

0

Strongly
agree

1

2

3

4

Entering the sport/leisure industry following
graduation is something that interests me
Working in the sport/leisure industry does not
really interest me
Working in the sport/leisure industry following
graduation would be an interesting option for me
I have no interest working in the sport/leisure
industry once I graduate

4. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree):
Strongly
disagree

0
I intend to enter the sport/leisure industry
following graduation
I will try to enter the sport/leisure industry
following graduation
Entering the sport/leisure industry following
graduation is something I plan to do
I intend to work somewhere other than the
sport/leisure industry following graduation

Strongly
agree

1

2

3

4
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5. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree):
Strongly
disagree

0

Strongly
agree

1

2

3

4

It is possible I will be treated differently within
the sport/leisure industry because of my age, sex,
or race
I anticipate facing discrimination in the
sport/leisure industry based on my age, sex, or
race
I do not foresee being treated differently in the
sport/leisure industry based on my age, sex, or
race

6. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree) with reference to the following phrase:
Within the context of the sport/leisure industry, I feel as if I would...
Strongly
disagree

0
Be promoted quickly
Have a hard time advancing in the profession
Have several opportunities for career
advancement
Have few chances to ‘get ahead'

Strongly
agree

1

2

3

4
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7. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree):
Strongly
disagree

0

Strongly
agree

1

2

3

4

I have sufficient previous experience to enter the
sport/leisure industry
I have the training to enter the sport/leisure
industry
My educational background has prepared me for
a job in the sport and leisure industry

8. Please rate your level of agreement with each of the following statements on a scale from
zero (strongly disagree) to four (strongly agree):
Strongly
disagree

0
I feel as if I have sufficient contacts to help me in
entering the sport/leisure industry
I have a large enough network of contacts to
make entering the sport/leisure industry possible
I do not have the contacts to help me earn a job
in the sport/leisure industry
I feel as if I know enough people in the field to
obtain a position within the sport/leisure industry

Survey Demographics
Please indicate your age from the drop down menu:
Options: 18....50+
Please indicate your race:
o White
o Black or African American
o Hispanic or Latino
o American Indian or Alaska Native

Strongly
agree

1

2

3

4
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o Asian
o Native Hawaiian or Pacific Islander
o Other: Please Specify _______________
Please indicate your gender:
o Male
o Female
o Non-binary/third gender
o Prefer not to say
Please indicate your current college class standing:
o Freshman
o Sophomore
o Junior
o Senior
o Other: Please Specify __________________________
Please indicate your current sport/leisure employment status:
o Currently employed in sport/leisure
o Not employed in sport/leisure
o Employed in sport via internship/practicum
o Other: Please Specify _________________________
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Please indicate your years of prior sport/leisure employment experience:
o None (0)
o 1+
o 2+
o 3+
o 4+
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01/15/2021

Principal Investigator:

Nicole Sellars

Committee Action:

IRB EXEMPT DETERMINATION – New Protocol

Action Date:

01/15/2021

Protocol Number:

2006005294

Protocol Title:

Career Development in Sport & Leisure: An Application of Social Cognitive
Career Theory

52
94

Date:

Expiration Date:

60
0

The University of Northern Colorado Institutional Review Board has reviewed your protocol and
determined your project to be exempt under 45 CFR 46.104(d)(702) for research involving

20
0

Category 2 (2018): EDUCATIONAL TESTS, SURVEYS, INTERVIEWS, OR OBSERVATIONS OF
PUBLIC BEHAVIOR. Research that only includes interactions involving educational tests (cognitive,
diagnostic, aptitude, achievement), survey procedures, interview procedures, or observation of public
behavior (including visual or auditory recording) if at least one of the following criteria is met: (i) The
information obtained is recorded by the investigator in such a manner that the identity of the human
subjects cannot readily be ascertained, directly or through identifiers linked to the subjects; (ii) Any
disclosure of the human subjects' responses outside the research would not reasonably place the
subjects at risk of criminal or civil liability or be damaging to the subjects' financial standing, employability,
educational advancement, or reputation; or (iii) The information obtained is recorded by the investigator
in such a manner that the identity of the human subjects can readily be ascertained, directly or through
identifiers linked to the subjects, and an IRB conducts a limited IRB review to make the determination
required by 45 CFR 46.111(a)(7).

You may begin conducting your research as outlined in your protocol. Your study does not require further
review from the IRB, unless changes need to be made to your approved protocol.
As the Principal Investigator (PI), you are still responsible for contacting the UNC IRB office if and
when:

Carter Hall 3002 | Campus Box 143 | Greeley, CO 80639 | Office 970-351-1910 | Fax 970-351-1934
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